University of South Dakota

USD RED
Dissertations and Theses

Theses, Dissertations, and Student Projects

2022

FEMALE SUPERINTENDENTS AND NEGOTIATIONS: A
PHENOMENOLOGICAL STUDY OF THE INFLUENCE OF GENDER
IN THE MIDWEST
Kathryn R. Blaha

Follow this and additional works at: https://red.library.usd.edu/diss-thesis
Part of the Educational Administration and Supervision Commons, and the Educational Leadership
Commons

FEMALE SUPERINTENDENTS AND NEGOTIATIONS: A PHENOMENOLOGICAL
STUDY OF THE INFLUENCE OF GENDER IN THE MIDWEST

By
Kathryn Renee Blaha
B.A., Mount Marty College, 1998
M.A., University of South Dakota, 2006
Ed.S., University of South Dakota, 2015

A Dissertation Submitted in Partial Fulfillment of
the Requirements for the Degree of
Doctor of Education

Division of Educational Administration
Educational Administration and Leadership Program
In The Graduate School
The University of South Dakota
May 2022

Copyright by
KATHRYN R BLAHA
2022
All Rights Reserve

i

ABSTRACT
Negotiation is a process wherein decisions are made between parties with different points of
view and possibly conflicting interests (Caputo, 2019). Little is known about how women
experience negotiation for salary and compensation. Studies associated with gender and
negotiations have focused on the process or outcomes of the negotiation. While studies have
identified a gender-based earnings gap, how women negotiate for compensation packages at the
school superintendent level has not been studied. This qualitative Hermeneutical
phenomenological study attempted to understand how female educational superintendents
experience negotiations through description and meaning drawn from their lived experiences. By
understanding how female school superintendents experience negotiations, this study fills a
literature gap addressing women's experience in the negotiation process while allowing
participants' voices, experiences, and insights to be heard. Eleven subjects participated in semistructured interviews directed to a purposeful sample drawn from female educational
superintendents in the Midwest. Responses were analyzed for themes, pared down to the essence
of meaning, and viewed through the theoretical lens of social role theory and the conceptual
framework of negotiation. Six themes emerged: I am a Woman in a Man’s World (Still),
Negotiating for Myself is Uncomfortable, The School Board Holds the Cards, Experience and
Salary Data are Key, Fairness is Important, and Female Leaders Need Support. Women serving
in a traditionally male role calls attention to perceptions, appearance, gender, criticism, and
relationships. Discomfort with negotiation addresses stereotypes, gender, and acknowledgment
of resignations. School board relationships impact negotiation experiences. Experience and
salary data highlight differences between the two states and can significantly impact negotiations
through data availability and use. The concept of fairness is sought after in negotiations. Finally,
participants recognize the value of support through mentoring and professional development.
Elements of the social role theory are present in all six themes. Also, participants are drawing
upon negotiation strategies. Opportunities for female superintendents to engage in discussions
with peers, join intentional mentorship programs, and participate in professional development are
necessary. The findings offer an understanding of female superintendents’ experiences of
negotiation.
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CHAPTER 1
Introduction
While various elements influence employment compensation, including experience and
qualifications, the process of negotiation is undoubtedly a key factor. Through negotiation,
candidates bargain for access to opportunities and resources (Northouse, 2019). Literature
reviews indicate women engage in the act of negotiation at a much lower rate than men (Babcock
et al., 2006; Fischer & Bajaj, 2017; Kugler et al., 2018; Small et al., 2007). The difference
between the genders and their use of negotiation tactics is demonstrated in a 2018 survey
conducted by the global staffing firm Robert Half (Gurcheik, 2019). This study revealed 68
percent of male job candidates negotiated their salaries compared to 45 percent of female job
candidates (Gurcheik, 2019, para. 3).
After reviewing literature and other studies addressing females and negotiations, Fischer
and Bajaj (2017) found fewer women initiate negotiations as women do not engage in asking like
men. This choice is connected in part to social roles, stereotypes, and beliefs. The societal
expectation of women to be team players predisposes women to only ask for what they need
(Fischer & Bajaj, 2017). Confidence also plays a role in negotiating behavior, as does the notion
that one may not deserve more than what is being offered (Fischer & Bajaj, 2017; Kay &
Shipman, 2014). Both confidence and the concept of not deserving more lead to undervaluing
one’s worth (Fischer & Bajaj, 2017; Kay & Shipman, 2014). After carefully reviewing the
literature, Mozahem et al. (2021) concluded women who negotiate do not have the confidence
men have and set lower goals for their negotiations. Based on surveys handed out to employees
in Lebanon, Mozahem et al. (2021) found that while traditionally male characteristics increase
the likelihood of entering negotiations, traditionally female qualities increase apprehension and
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decrease the possibility of participating in negotiations. According to Harvard Law School
(2019), women must take caution as one becomes vulnerable to accepting less than is deserved
when one fails to recognize one’s worth. There is also the belief that with hard work, the female
will be recognized and rewarded (Babcock & Laschever, 2007; Fisher & Bajaj, 2017). The
difficulty arising from this choice is its dependence on external recognition of hard work to
increase compensation options. Ultimately, being less assertive or electing to forego negotiating
leads females to risk earning lower incomes and possibly being viewed as less competent
(Amanatullah & Morris, 2010; Kray et al., 2012). For some women, even if they want to
negotiate, they are not afforded the opportunity as frequently as their male counterparts or may
not recognize the chance for negotiation (Babcock et al., 2006; Stevens & Whelan, 2019).
Stevens and Whelan (2019) based their findings on an empirical study that drew upon the
Australia at Work data collected by the Workplace Research Centre at the University of Sydney.
Women who do participate in the action of negotiating are making decisions to behave
outside of their typical female gender role, thereby opposing their gender-based identity and
running the risk of social backlash (Bowles et al., 2007; Kugler et al., 2018; Rudman, 1998;
Rudman & Fairchild, 2004; Rudman & Glick, 1999; Schneider, 2018; Williams & Tiedens,
2016). According to Schneider (2018), this social backlash helps preserve conformity and
adherence to social norms. A series of studies developed to explore the impact of gender on
negotiation indicated women who negotiated were looked upon unfavorably and penalized for
engaging in such behavior (Bowles et al., 2007; Rua et al., 2021). Also, women who enter
negotiations weigh their options concerning cost versus benefit and will forego financial gain out
of fear from backlash associated with breaching gender stereotypes (Fischer & Bajaj, 2017).
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Salary discrepancies between females compared to their male counterparts begin at the
start of their careers and continue to grow over the years of employment (Babcock & Laschever,
2007; Blau & Kahn, 2017; Booth, 2009; Weichselbaumer & Winter-Ebmer, 2005). According to
Kugler et al. (2018) and their meta-analysis on the literature associated with gender differences
in negotiations, the impact gender has on negotiations further highlights the inequality by which
resources are distributed among males and females while also reinforcing concepts including the
glass ceiling and the gender wage gap. In fact, in a 2017 Pew Research survey, 42% of the
working women participating experienced discrimination based on gender while at work and
note that one of the most common forms of such discrimination is associated with earnings
(Barroso & Brown, 2021, para. 6). The U. S. Census Bureau's 2019 report, Income and Poverty
in the United States, indicated females earned 82.3 cents for every $1.00 made by males (Semega
et al., 2020, p. 10, Figure 5). Moreover, this discrepancy is noticeable, especially at the higher
end of the salary scale (Albrecht et al., 2015; Blau & Kahn, 2017; Datta Gupta et al., 2006).
Females are underrepresented in high-paying jobs and advanced occupational fields (Bertrand &
Hallock, 2001; Olivetti & Petrongolo, 2016). The 2020-2021 American Association of School
Administrators (AASA) nationwide survey gathered data, including salaries for various
positions, gender, and school enrollment size; however, the survey failed to provide an analysis
connecting gender, school enrollment, and salary. Results of the 2020-2021 AASA national
survey indicated the base salaries of superintendents reflect the discrepancy between the earning
power between males and females as female superintendents reported their median salary as
being $127,961 compared to the male superintendents' median salary of $157,000, with ranges
between $65,000 and $223,000 for females versus $102,000 and $345,000 for males (AASA,
2021, p. 26, Table 2.2). According to Hegewisch and Mariano (2020), if salary trends continue
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as they have since 1960, it will take an additional 39 years for women to realize salaries equal in
pay compared to their male counterparts.
The International Labour Organization (ILO) provided a broader angle on this issue
which estimates the gap in pay between the gender averages 20% worldwide (ILO, 2020, p. 1).
The World Economic Forum suggests the time frame to close the gender wage gap, based on
trends over the past twelve years, will be 202 years (ILO, 2020, p. 3). Concern is raised when
considering the gender pay gap as a quantifiable measure of disparity between women and men
(ILO, 2020). Given the challenges women in the United States have faced in the workforce and
the history of significant events related to the topic, Parmer (2021) highlights the concern
regarding the gender pay gap as one considers that equality between the genders only exists
when power, wealth, and benefits are equally distributed. Furthermore, gender inequality
infringes upon both freedoms and rights, leading to discrimination (Parmer, 2021).
Statement of the Problem
Little is known about how women experience the process of negotiation for salary and
compensation. Studies associated with gender and negotiations have focused on the process or
outcomes of the negotiation. Little is known about the experience of negotiating salaries and
benefits in connection to gender. While studies have identified the gender gap in earnings, little
was known about how women negotiate for employment compensation packages at the school
superintendent level. This study proposed a phenomenological view of female superintendents'
experiences associated with negotiation.
Purpose of the Study
The purpose of this qualitative Hermeneutical phenomenological study was to develop an
understanding of how female superintendents in the field of education experience negotiation
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through description and meaning drawn out of their lived experiences connected to the process of
negotiation. By understanding how female school superintendents experience salary
negotiations, this study filled a gap in the literature addressing women's experience in the
negotiation process at the school superintendent level while also allowing for the participants’
voices, experiences, and insights to be heard.
Research Question
The following research question guided this study:
What are female superintendents' experiences of negotiating salary and compensation?
Theoretical and Conceptual Frameworks
When attempting to determine the experiences of female superintendents associated with
negotiations, I viewed this hybrid phenomenological study through the theoretical framework of
social role theory and the conceptual framework of negotiation. By utilizing other theories or
lenses to view the phenomenon being studied, I have broadened the view beyond the
Hermeneutic or interpretive framework, causing this study to be considered a hybrid. During
data analysis, the frameworks were used to help interpret the codes and themes that emerged.
Theoretical Orientation of the Study: Social Role Theory
A social role is an all-inclusive behavior and attitude pattern resulting in a coping strategy
in a reoccurring social situation (Turner, 1990). Additionally, a role is associated with anticipated
behavior people engage in under specific social categories (Montgomery, 1998) and impacted by
societal values (Zurcher, 1983). Social role theory supports the ideas about gender roles that
develop from how labor is divided and the influence of behaviors through psychological and
biological means (Eagly, 1987; Eagly & Wood, 2012). Gender roles or "the set of expectations
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and norms that are associated with being a man or a woman" are very significant (Bear, 2011, p.
50). As such, social expectations impact gender roles.
These beliefs about gender roles reflect people's perceptions of male and female societal
roles (Kugler et al., 2018). This theoretical framework is comprehensive and can study gender
differences in many areas, including negotiations (Kugler et al., 2018). Social role theory can
predict differences in negotiations and results due to gender (Amanatullah & Morris, 2010;
Amanatullah & Tinsley, 2013; Bowles et al., 2007; Kugler et al., 2018; Mazei et al., 2015). It is
noteworthy to address the Amanatullah and Tinsley (2013) study, which took place in a
university setting to explore backlash and the financial impact of gender in negotiation situations.
Furthermore, through the analysis of role multiplicity using various theories and perspectives,
Lynch (2007) notes role strain occurs when one is faced with competing expectations when
trying to combine different roles.
Lynch (2007) suggested roles are negotiated. Individuals consider the impact of their
action plans as well as those of others, monitor the plans, and make necessary adjustments to
resolve conflicts. Challenges arise when roles overlap with different expectations. People can
overcome the status quo when they are highly motivated and have the opportunity to develop
different responses consciously. Such action provides a sense of flexibility which allows
individuals to move between roles and pick and choose their behaviors.
Conceptual Orientation of the Study: Negotiation
Caputo (2019) provides insight on negotiation. First, negotiation is an opportunistic
process whereby decisions are made between parties with different points of view and, thus,
possibly conflicting interests. Yet, the two parties are able to reach an agreement through
communication and exchange of giving and taking, which usually involves both tangible and
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intangible resources. With this in mind, achieving a satisfactory agreement between the parties is
directly influenced by each party’s behavior and ability to communicate as well as a willingness
to cooperate. In addition, the mutual interest between the parties is the element that the two
parties also have differences about – a conflict – but their differences must have a chance of
being resolved via a mutual agreement to be considered a negotiation. Finally, by the nature of
negotiation, the opportunity to get one’s interests or desires is better fulfilled through such joint
decision-making.
Caputo (2019) provides further considerations regarding the outcome of negotiations.
First, one cannot assume that both parties can satisfactorily meet each negotiation – and as such,
the parties involved enter into negotiations based on the chance an agreement could be reached.
Furthermore, the interaction between the negotiators is strongly influenced by the information
both shared and gained through mutual communications between the parties. Finally, to reach a
satisfactory decision for all parties, ideas must be generated that balance the varying points of
view, allowing the sides to come together with a solution. Ideally, the negotiating parties
cooperate by giving attention to their differences of interests, providing adequate information to
each other, and interacting collaboratively to allow an opportunity for success on both sides.
Nothing within the concept of negotiation takes place haphazardly, according to Caputo
(2019). To visually represent the act of negotiation, consider a line with one party on each end
with their interests in direct conflict with the other party. While each party is working to
maximize its view while minimizing the other parties’, to be effective, they need to find a
mutually agreeable point for success somewhere on the line between them. There is the need for
the parties involved to be willing to negotiate and consider their shared interests. If one or more
of the variables are not in line, there is the risk of the negotiation failing.
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Marks and Harold (2011) explain that when one considers engaging in negotiation, he or
she draws upon a plan of action or a strategy to guide the process which may include various
tactics to approach the negotiation process. Drawing upon previous literature, the authors
examine five negotiation strategies connected to conflict management: collaborating, competing,
accommodating, compromising, and avoiding. Collaborating is a problem-solving strategy with
consideration and emphasis placed on both parties’ outcomes and reaching an agreement that fits
both parties’ needs. Competing is a strategy based on domination where one has high concerns
about self but low concerns about others. Accommodating is a strategy associated with yielding
as one demonstrates less concern for self and more concern for others. This strategy may be
advantageous when focusing on lasting relationships or when negotiating from a lower power
position. Compromising uses the approach of giving and taking to reach an agreeable outcome
somewhere in the middle. Avoiding is a strategy that shows little concern for either party and
sidesteps the situation.
Significance of the Study
A literature review, using my search terminology, reflected a limited amount of
information about females in higher leadership roles within the educational field and specifically
female superintendents and negotiations. Many of the studies found were considered laboratory
studies and not workplace studies. Moreover, females in higher leadership positions generally
earned less than their male counterparts. Results of this study furthered our understanding of how
female superintendents experience negotiations for salary and benefits. The study endeavored to
give voice to women in the role of a superintendent and provide insight into their experiences
associated with negotiations. The results of this study were intended to shed light on the female
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experience of negotiations, recognize their experience and its corresponding meaning, and allow
their voices to be heard.
Context of the Study
This study took place in two Midwestern states. The purposeful sample was comprised of
female superintendents who, at the time of the study, led public school districts within these
Midwestern states.
According to the South Dakota Department of Education (SD DOE) Fall 2020
Enrollment Report and the 2019-2020 State and district report cards, 149 public school districts
were in this Midwestern state. They ranged from the smallest public school district with 9 PK-12
students, 3.2 teachers, and .15 administrators to the largest public school district with 24,855 PK12 students, 1,582.47 teachers, and 53.18 administrators. Additionally, reviewing the South
Dakota Department of Education 2019-2020 Staff Information – FTE, by Reporting Type
information, there were 21.93 certified female superintendents and 90.51 certified male
superintendents, as well as 2.3 females and 2 males working toward an alternative certification,
and 2 female and 3 male assistant superintendents. The South Dakota Department of Education
2019-2020 Staff Information – School District Administration report indicated the average
superintendent salary for districts with an enrollment size of 200 students or less was $82,474,
while the average superintendent salary for districts with enrollment numbers above 600 students
was $135,298. The average superintendent salary was $108,076. Reviewing the Associated
School Boards of South Dakota (ASBSD) Education Directory 2021-2022, 30 of the 149 public
school districts were led by females while 119 were led by males (2021). Looking at this another
way, 20% of the school districts in one state were led by female superintendents.
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According to the Nebraska Department of Education (NE DOE) Statistics and Facts
about Nebraska Schools 2020-2021 report, there were 248 public school districts in this
Midwestern state at the time of the study (Table 1). The school districts ranged from the smallest
public school district with 61 PK-12 students and 12.65 staff to the largest public school district
with 51,914 PK-12 students and 3,571.26 staff (Table 11). Additionally, there were 33.34 female
superintendents and 199.08 male superintendents, and 9.65 female and 13 male assistant
superintendents statewide (Table 23). According to NE DOE Superintendent/ESU Transparency
Pay Act site, the superintendent’s salary of the largest district was $313,890 while the
superintendent’s salary of the smallest district was $100,000 for the 2021-2022 academic year.
Within the public school system, there were 28.77 female superintendents and 192.84 male
superintendents, as well as 9.65 female and 13 male assistant superintendents (Table 19).
Looking at this another way, approximately 15% of the public-school districts were led by
female superintendents (Pease & Beach, 2021, p. 23).
Definition of Terms
The offered definitions are meant to provide a common understanding of the terms used
in this dissertation. I developed uncited definitions.
Gender: Gender in this study is based on biology. Furthermore, gender “refers to those
social, cultural, and psychological traits linked to males and females through particular
social contexts” (Lindsey, 2016, p. 11).
Leadership: Leadership is "a process whereby an individual influences a group of
individuals to achieve a common goal" (Northhouse, 2019, p. 5).
Negotiations: Negotiations are frequently considered an interactive process, often
completed through dialogue and frequently viewed as outcome focused. A minimum of
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two parties works to reach an agreement on items of mutual importance (Carter, 2020).
The negotiation process involves a power differential between the two parties working to
reach an amicable agreement or compromise, in this case, on salary.
Superintendent: This is the title held by the individual with the highest level of
leadership responsibility in the educational school district. Duties and responsibilities
vary widely and may depend on student enrollment numbers in the district.
Limitations
The first limitations were the participants’ honesty and accurate recollection of their
negotiation experiences associated with their compensation package. Information from this study
regarding female superintendent experiences may be biased due to the data being self-reported
by participating female superintendents and based on feelings and insights into their negotiation
actions and life experiences. I implemented strategies to encourage honesty and accuracy in
participant recollections. See Chapter 3. Participants' availability reflected a time constraint as
superintendents manage very busy schedules. Some eligible participants may have declined at
any point in the study due to the demands of their time. Finally, within one of the rural
Midwestern states, there were only 30 female superintendents out of the 149 school districts in
the 2021-2022 school year (ASBSD, 2021). Within the other rural Midwestern state, there were
31 female superintendents out of the 244 school districts in the 2021-2022 school year (Pease &
Beach, 2021, p. 24).
Delimitations
This study was limited to female superintendents from two rural states in the Midwest
who have experienced the process of negotiation and have agreed to participate. Additionally,
the number of participants was potentially further reduced with the selection of public schools
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and the exclusion of private and tribal schools. In addition, the choice of semi-structured
interviews and follow-up interviews as needed were identified as the primary data collection
instruments. Finally, data collection and analysis were limited to three months.
Organization of the Study
Chapter 1 identified current literature on statistics associated with females in the
superintendency, disparity regarding earnings between the genders, and an overview of
negotiations connected to the female experience. This chapter identified the statement of the
problem and purpose of the study as well as the research question, theoretical and contextual
frameworks, and the significance of the study. Finally, definitions of key terms and the
limitations and delimitations were also provided. Chapter 2 contains an overview of the literature
and research connected to the concepts of leadership, the superintendency, and the female
experience – including challenges associated with leadership, negotiations, and the financial
impact of gender – as well as suggestions for change or improvement to provide context for the
current study. Chapter 3 is a detailed description of the research design and methodology and a
description of the participants, setting, and measures. Chapter 4 contains a description of the data
analysis and key findings. Chapter 5 is a summary of the study for scholar-practitioners.
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CHAPTER 2
Literature Review
This literature review provides an overview of the concepts of leadership, the
superintendency, and the female experience – including challenges associated with leadership,
negotiations, and the financial impact of gender. Suggestions for change or improvement are also
provided. The purpose of this qualitative Hermeneutical phenomenological study was to develop
an understanding of how female superintendents in the field of education experience negotiation
through description and meaning drawn out of their lived experiences connected to the process of
negotiation. This chapter concludes by identifying critical gaps associated with female
superintendents and salary negotiations.
The following search terms were used to focus the search: gender and negotiations,
females and negotiations, females and leadership, female superintendents and negotiations,
gender disparity and school superintendents, school leadership and superintendents, gender and
bias, gender bias and leadership, gender bias and stereotypes, school superintendents and
employment contracts, as well as best practices and salary negotiations. Such searches were
conducted in the ProQuest Database, EbscoHost databases, and Google Scholar. Limits were
placed on what literature was available with manipulation of publication dates and reviews of
abstracts to select pertinent literature. While literature directly associated with the educational
field was preferred, literature outside the educational field was drawn upon due to limitations of
availability to assist in developing context for this study. Literature published within five years
was preferred, but older literature was reviewed if it was frequently cited in the publications I
selected or seemed pertinent upon reviewing the abstract. Additionally, preference was given to
current published, peer-reviewed journals.
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Leadership
The definition of leadership has evolved (Burns, 1978; Fleishman et al., 1991; Moore,
1927; Stogdill, 1974). Northouse (2019) defined leadership as a method where an individual is
able to influence a group to reach a mutual objective. As such, this requires both a leader and
followers. It also requires attention to ethics as the leader is responsible for recognizing the
followers’ needs and concerns (Northouse, 2019).
Due to the complexity of leadership and the recognition of several interpretations
regarding what leadership is, it is necessary to analyze the elements defined by Northouse
(2019). The following factors are essential in leadership: process, influence, groups, and shared
goals. First, recognizing leadership as a process infers the leader impacts those who follow while
also being affected by the followers. This aspect of the definition allows leadership accessibility
to all. When one takes action and thereby asserts leadership, others will accept or resist such
behavior (Ibarra et al., 2013). This process is closely associated with influence. The influence of
leadership addresses how followers are impacted by the leader and the communication between
the leader and followers (Ruben & Gigliotti, 2017). Conversely, leaders are affected by their
followers as interactions will communicate others’ views of their leadership and provide insight
into leadership ability (Ibarra et al., 2013). It is this influence that further allows leadership to
occur (Northouse, 2019).
Beyond process and influence, leadership includes two more elements: groups and
common goals. Leadership cannot occur without groups of people being influenced by a leader
(Northouse, 2019). In addition, the situation must support the chance such efforts will be both
recognized and encouraged by others (Ibarra et al., 2013). The reaction of others determines if a
leader is supported and, in turn, viewed as fit for a leadership position (Ibarra et al., 2013).
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Leadership also needs common goals. When considered in connection to leadership, common
goals address a shared commitment which adds the element of ethics to leadership (Northouse,
2019). The common goals provide the opportunity for leaders and followers to work together
(Rost, 1991).
School Leadership, Gender, and the Superintendency
School leadership at any level comes with responsibility, but it is most intense at the
superintendency level as there are many priorities to manage, maintain, and balance. The
superintendent is “the chief executive officer or leader of a school system” (Gresham &
Sampson, 2019, p. 257). Kowalski (2013) provides some historical background explaining that
the position of superintendent was created in the 1800s, with 13 districts throughout the United
States creating the position between 1837 and 1850. This position became more necessary with
the decline of one-room schoolhouses, and over time, additional duties were added to the
position. Such responsibilities included instructional leadership, financial management, fostering
community relationships, facility management, as well as managing and overseeing human
resources and student services. In addition, the superintendent was expected to provide guidance
through recommendations based on professional experience and training while staying obedient
to the people’s will. In this vein, it remains critical for the superintendent to develop positive
working relationships with the school board members.
Given all of the duties, it is not surprising this position requires long days that often spill
into the evening hours and weekends due to meetings and events (Chiefs, 2019). In addition, the
superintendency comes with the expectation of being in the public eye, seeing the larger picture,
being an effective communicator, and serving as a liaison between the community and the school
district (Eller & Carlson, 2009). Finally, while superintendents are expected to make schools
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efficient, effective, and be supportive of their students, they face more significant challenges than
business leaders, including tighter legal guidelines, greater dependency on government funding,
less independence in authority and decision-making, and more significant political influence
(Kowalski, 2013).
The Female Experience in School Leadership
In a phenomenological study that focused on the experiences of Mexican American
female superintendents from Texas and California, Rodriguez (2019) points out males have
historically held the superintendency in the United States. Women entering the superintendency
do so later in their careers than males (Robinson et al., 2017). Furthermore, the number of
women in the superintendency does not reflect the number of women qualified to hold the
position (Rodriguez, 2019; Tarbutton, 2019). An answer to this discrepancy is that biases
influence candidate recruitment, and stereotypes regarding women’s capacity to be successful
leaders are still prevalent (Superville, 2017). This noted discrepancy violates “21 st-century
workplace norms of gender equality” (Maranto et al., 2019, p. 14). Maranto et al. (2019)
developed an empirical study drawing upon 2011-2012 data from the Schools and Staffing
Survey, which is a representative sample of schools in the United States and overseen by the
U.S. Department of Education to explore school administrators’ career paths and the system of
public education. It is argued the United States’ educational system has gendered career systems
in place that favor males over females in connection to leadership roles (Maranto et al., 2019). In
a literature review of recent dissertations, females in the superintendent position face the social
issue of gender inequality as the treatment women experience differs from the treatment of men,
indicating unfairness (Gresham & Sampson, 2019). Munoz et al. (2018) completed their mixedmethods study on Texas female central office administrators’ experiences of mentoring and its
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impact on aspirations to be a superintendent. The findings of the mixed-method study suggest
school success depends on whether the educators are allowed to fill the roles they are highly
qualified for without consideration of their gender (Munoz et al., 2018).
Becoming a leader is more than accepting a role, learning new skills, and adjusting to the
position. For women, there are organizational and societal biases that can disrupt their
development as leaders (Ibarra et al., 2013). Despite statistics indicating more women are
moving into higher leadership roles, including that of the school superintendent, growth is slow
(Derrington & Sharratt, 2009; Glass & Franceschini, 2007; Robinson et al., 2017; Simon &
Hoyt, 2013). Derrington and Sharrat (2009) recreated an earlier study of female superintendents
in Washington State to explore barriers faced. Regarding the number of females employed as
superintendents, they noted females would not reach gender parity in the near future. In addition,
a review of articles published between 1970 and 2015 in the Australian Journal provides a
historical review on an international trend where fewer women are in the executive levels of
leadership (Carey & Dickinson, 2015). The gap in school leadership between males and females
is projected to continue until at least 2040 due to such slow growth (Young et al., 2018). Yet,
women are over-represented in leadership positions of lower levels and less authority which
highlights a leadership gender gap (Powell & Graves, 2003; Tarbutton, 2019). Chiefs for
Change, a bipartisan, not-for-profit organization consisting of various state and district leaders in
education who advocate for educational practices and policies, found women hold approximately
half of the principal positions in the United States and many of the jobs immediately below the
superintendent. Still, less than one-third of the superintendent positions are filled by females
(Chiefs, 2019, p. 3). According to the AASA 2019 survey, 25 percent of the superintendents
were female (Enfield & Gilmore, 2020, para. 5). Growth has been slow since the AASA survey
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in 2010 indicated women held approximately 24 percent of the superintendent positions (Enfield
& Gilmore, 2020, para. 5). Historically, women in the superintendent position have increased by
almost double from the 1990s to 2000, with female representation growing from 6.6 percent to
13.2 percent (Enfield & Gilmore, 2020, para. 5; Glass, 2000, p. 28).
Carli and Eagly (2016) reviewed literature and research to explore metaphors associated
with female leadership. First, this phenomenon of women in lower levels of leadership is
commonly referred to as the glass ceiling, which references an invisible barrier that restricts
advancement opportunities for women. The metaphor, glass ceiling, was first found in print in
1984 (Boyd, 2008) and suggested women face few challenges as they move up the leadership
ladder but are unable to reach the top (Carli & Eagly, 2016). As such, this metaphor focuses on
obstacles which prevent women from reaching high levels of leadership but does nothing to
address challenges met earlier in their careers (Carli & Eagly, 2016).
Carli and Eagly (2016) explain another metaphor developed to address the challenges
women face in earlier stages of their career, the sticky floor. This metaphor attempts to illustrate
the challenges of female advancement associated with females’ placement in jobs with minimal
career advancement opportunities, the lower income of those in female-dominated careers, as
well as inflexibility and lack of promotional opportunities. This metaphor suggests few women
reach a glass ceiling due to the lack of advancement opportunities related to leadership. While
many connect the sticky floor with external challenges women face, other literature points to this
metaphor in connection to women’s lack of career planning and the barriers created in
connection to success or a decision to avoid leadership. Shambaugh (2007) identifies some of
these barriers: perfectionism, ineffective negotiation, avoidance of leadership, and lack of
network development.
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A third metaphor is the broken ladder or broken rung. Parmer (2021) explains that this
metaphor addresses the attempt at advancement into leadership positions. Setbacks are
experienced due to missed career opportunities which in turn impact future opportunities and can
create a situation where women can never catch up. Such missed opportunities also affect the
number of women in the leadership pipeline.
In answer to such limitations of previous metaphors, the term leadership labyrinth was
coined to address the challenges women face as they make their career journeys (Eagly & Carli,
2007). While not focusing on early or late-career challenges, this metaphor does call attention to
challenges women face throughout their careers and illustrates that some paths allow high levels
of success while the labyrinth’s walls present challenges and dead ends within the maze (Carli &
Eagly, 2016). The metaphor provides both optimism and realism as it offers hope that women
can succeed in leadership roles, but the road to success is not easy. For women to reach success
in leadership, they “must continue to carefully chart a path through the impediments and puzzles
that they encounter in the labyrinth” (Carli & Eagly, 2016, p. 522).
Examining the Labyrinth
While the labyrinth is not meant to be a metaphor associated with blaming women for
their lack of success or blaming the disparity in leadership regarding gender, it calls attention to
the challenges women face and their ability to navigate them (Carli & Eagly, 2016). To
understand the challenges women face in leadership, the labyrinth addresses three categories of
exploration by which to view the gender differences experienced between males and females in
leadership positions. These three categories include human capital differences, gender
differences, and prejudice and stereotypes.
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Human Capital Differences. When examining the labyrinth, an element to consider is
connected to beliefs associated with human capital and differences between the genders.
Historically, it has been argued women have invested in their education, training, and experience
at a lower rate than their male counterparts (Eagly & Carli, 2007). However, while women are
underrepresented in elite leadership positions, they earn educational degrees equal to or greater
than males (Northouse, 2019). In addition, the US National Center for Education Statistics
(NCES) in 2013 highlighted that women were earning more degrees – bachelor’s, master’s, and
doctoral – than their male counterparts (Carli & Eagly, 2016). Yet, according to Tarbutton
(2019), males are advancing from entry-level leadership positions to advanced leadership
positions faster than their female counterparts.
It is accurate to recognize some women may have less experience working, or their
careers may not be as continuous as men due to work-home conflicts (Coghlan, 2018; Meltzer,
2018; Northouse, 2019). Traditionally, more responsibility of raising children and doing
household chores continues to fall on women (Barroso & Brown, 2021; Bowles & McGinn,
2005; Chiefs, 2019; Eagly & Carli, 2007; Tarbutton, 2019). According to the Bureau of Labor
Statistics (BLS) American Time Use Survey – 2019 Results, the breakdown between the genders
regarding household responsibilities and childcare reflects this trend. Results found in Table 1
include the gender differences between household and childcare duties (BLS, 2020, pp. 2, 9, 18).
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Table 1
Comparison of Duties by Gender, Percent, and Time Commitment
Duties

Male Involvement by %

Female Involvement by %

Household activities

71.4

84.9

Housework

22.2

46.2

Food preparation and cleanup

48.3

70.3

22

46

Caring for household members

19.9

27.3

Caring for non-household
members

8.7

12.3

Male Time Commitment
(Hours)

Female Time Commitment
(Hours)

Household activities

1.94

2.54

Housework

1.2

1.69

Food Preparation and cleanup

.81

1.13

Caring for household members

1.6

2.37

Caring for non-household
members

1.83

1.74

Daily laundry or cleaning

Duties

Working moms are also seen as less committed to their jobs due to family obligations,
whereas a father’s career benefits due to such family commitments with a boost in income
(Parmer, 2021). Due to the duties as a primary caregiver and other domestic household duties,
women tend to work more reduced schedules than men and in career fields that offer fewer full-
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time positions and fewer regular hours (Hegewisch & Lacarte, 2019). In 2019, more surveyed
mothers than fathers noted the need for reduced work hours and had declined promotions due to
domestic duties (Barroso & Brown, 2021). In addition, women generally take more time off
work following a child’s birth or adoption (Barroso & Brown, 2021). Managing the balance
between career and family responsibilities has led to some females stepping away from their
careers (Tarr, 2018).
Participants indicated that family responsibilities created a substantial obstacle impacting
their careers in a phenomenological study involving females in the health sciences by Fernandez
et al. (2021). The participants noted time was a limiting factor as they could not get everything
done. Additionally, the household duties and responsibilities are typically not recognized by
women or their families, and they are not accounted for in their employment. The study’s
participants identified perseverance and determination as elements that helped them within their
careers. The expectation to do everything can be overwhelming as it taps the limits of time and
the women’s emotional and mental capacity.
Research also indicates less opportunity for women to attend training or develop
relationships with mentors (Ibarra et al., 2013; Powell & Graves, 2003). Women in leadership
positions who serve as mentors provide other women in the early stages of their careers with role
models as well as support and guidance (Fernandez et al., 2021). While mentors offer support,
sponsors take a personal interest in assisting with career moves and promotions of the rising
leaders (Chiefs, 2019). Yet, men report having double the number of sponsors as women, making
connections through work assignments as well as through professional development
opportunities and more informal activities – all of which provide a more comprehensive network
of associates (Chiefs, 2019). While leadership competencies and resilience come with
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opportunities associated with leadership skills, without exposure to such experiences, women
have little chance of reaching leadership positions (Meltzer, 2018).
Gender Differences. The cultural, social, and psychological qualities connected
explicitly with males and females in specific social settings impact gender (Lindsey, 2016). In a
mixed-methods study in Pennsylvania, Gullo and Sperandio (2020) explored the paths aspiring
superintendents take, while Seitchik (2020) investigated the confidence perceptions of executives
using a leadership survey. Both sets of data revealed gender is connected to the way people think
and behave in regard to the expectations of others regarding being male or female (Gullo &
Sperandio, 2020; Seitchik, 2020). As such, gender roles are internalized and embedded into the
individual’s concept of self, which impacts his or her behavior with the recognition that behavior
supporting the roles is approved by society (Eagly & Wood, 2016). Upon analyzing Portuguese
employee census data that contained information on earnings, Card et al. (2016) approximated
that 15% of the gender wage gap for professionals was attributed to negotiation differences
associated with gender (p. 670).
While gender calls attention to the biological classification of the sexes, the variance
between the genders is frequently believed to be innate outcomes of inherent differences (Eagly
& Wood, 2013). For example, women demonstrate less confidence than men, which impacts
their willingness to pursue promotions and seek opportunities (Chiefs, 2019). This lack of
confidence plays out in connection to negotiations as well since men typically negotiate and selfpromote, while women are less likely to do so (Northouse, 2019). Connected to this notion is the
impact ambition plays. Due to women seeing themselves as less qualified when compared to
their male peers, women demonstrate lower ambition which leads to the internal expectation that
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women must hold higher qualifications than their male contemporaries, which impacts females’
ambition (Maranto et al., 2019).
There are other differences as well. It has been further argued women lack strong
negotiation skills (Fischer & Bajaj, 2017). A review of two decades of research addressing
negotiations and gender differences suggests differences may be more than a lack of skills, as
men reap the benefit of cultural biases in negotiations because they typically show characteristics
of assertiveness and competition – masculine qualities that are acceptable for their gender –
behaviors that cause women to be labeled as aggressive (Kennedy & Kray, 2015). Such
behaviors, when exhibited by women, violate role expectations (Eagly & Wood, 2013). To
further complicate matters, behaviors associated with women are potentially less valued,
negatively impacting encouragement for women to pursue leadership positions (Maranto et al.,
2019). Those agencies in charge of hiring perceive a difference in gender that influences skills
and abilities. Furthermore, when decisions associated with hiring are made, such perceptions are
drawn upon to maximize organizational goals (Maranto et al., 2019).
Prejudice and Stereotypes. The combination of cultural norms and gender stereotypes
based on prejudice is impactful (Bernal et al., 2017). Bernal et al. (2017) mixed-methods study
involved six Southern California superintendents who responded to the “strengths, weaknesses,
opportunities, threats (SWOT analysis)” and the Leadership Orientation (Self) Instrument (LOI)
to explore areas connected with gender bias (p. 45). Gender stereotypes result from the shared
beliefs about the specific qualities and behaviors associated with males and females (Eagly &
Wood, 2012; Koenig & Eagly, 2014; Kugler et al., 2018). Thought then is shaped and, in turn,
biased by culture (Markus & Kitayama, 1991). In addition, behaviors are impacted through role
models as well as social rewards and punishments (Kugler et al., 2018). In turn, these beliefs

25
become internalized and guide behavior and the expectation of how others should act (Kugler et
al., 2018). This internalization can lead to such stereotypes becoming incorporated into people’s
identities, with individuals taking pride in such qualities (Eagly, 2020). As such, roles based on
gender are descriptive since they dictate what people are expected to do and injunctive because
they influence expectations of what people should do (Kugler et al., 2018).
When behaviors and characteristics commonly associated with masculinity are in turn
valued or considered the standard, it is not uncommon for females to feel like they do not belong
and expect lower degrees of success (Bien et al., 2018; Cheryan & Markus, 2020; Wynn &
Correll, 2017). Those traits and characteristics associated with masculinity often give an
advantage to men due to the stereotypes and, in turn, expose women to the risk of backlash for
participating in such behavior (Cheryan & Markus, 2020). In mainstream society, women are
typically stereotyped as being communal (supportive, socially skilled, and warm), while men are
stereotyped as being agentic (competitive, dominant, and assertive), and these traits become
qualities associated with personality (Eagly, 2020; Seitchik, 2020). Eagly (2020) explains these
stereotypes are carried forward to influence beliefs about leadership success in that women are
not strong enough to be assertive. Additionally, these stereotypes reflect current situations and
reduce the speed of change in society.
Northouse (2019) asserts that extensive empirical data indicates gender stereotypes can
radically change the perception and assessment of females in leadership roles while also
influencing female leaders or those aspiring to be leaders. For example, it is often assumed
women lack knowledge that is specifically applicable to the superintendency while men are
afforded the belief that they have such technical competencies (Bernal et al., 2017). Additionally,
when women accommodate to pressures in the workplace to uphold the stereotypes associated
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with the female gender, they often downplay their capabilities which can be viewed as lacking
the characteristics of a leader (Parmer, 2021). Indeed, even now, women are considered
subordinate in both strength and intellect (Bernal et al., 2017). It is argued anxiety increases with
the acknowledgment that women struggle with negotiations, further impacting their ability to
perform (Seliman et al., 2018).
To further complicate things, women face a double bind because common perceptions of
leadership characteristics are incompatible with feminine qualities (Chiefs, 2019; Meltzer, 2018).
Women are challenged to be seen as credible when living in a society that has not consistently
supported women’s display of authority and leadership (Ibarra et al., 2013). In a mixed-method
study in Southern California where subjects included three female and three male
superintendents, analysis of semi-structured interviews revealed the females were challenged to
be more boss-like and exhibit more assertive behaviors and were also being evaluated on their
professional dress – a category the previous male superintendent was not (Bernal et al., 2017).
Fields and organizations dominated by males reinforce gender stereotypes and the gender
hierarchy, which can deter women from considering advancement and lead to lost opportunities
(Meltzer, 2018). Rousmaniere (2013) draws attention to the changes within the educational
system in the United States as women held administrative roles in the 19 th and early 20th
centuries (Maranto et al., 2019). Following these periods, Maranto et al. (2019) continue, the
concept of leadership underwent a dramatic shift where educational leadership became maleoriented. This shift was partly due to beliefs that females could not manage other women while
men were thought to improve teachers’ effectiveness and efficiency.
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Negotiations
Over the years, there have been several attempts to define negotiations. While some
definitions focus on the give and take nature to reach an agreement between parties, others focus
on the opportunities born out of a relationship geared to achieve an agreement that benefits all
involved through mediation (Caputo, 2019). Negotiations are the communication between at
least two parties with the intent to influence the decision-making of the other (Fischer, 1983). As
such, the act of negotiation is typically viewed as an interactive process, often occurring through
dialogue and frequently considered as outcome-focused, where a minimum of two parties work
to reach an agreement on items of mutual importance (Carter, 2020). Beyond this definition,
negotiation is more of a conversation where someone directs the relationship (Carter, 2020),
making it an interpersonal skill (Hart & Schweitzer, 2020). The negotiation process is considered
one of the most significant conversations people have because the outcome impacts the entirety
of an individual’s life, family, and financial status (Rua et al., 2021).
In a study that controlled and manipulated the negotiation conditions and structures in six
separate studies with participants ranging from university students to adult employees, Hart and
Schweitzer (2020) found that the act of negotiating is vital in an individual’s life, both personally
and professionally. While formal negotiations often occur early in securing employment with an
organization, informal negotiations occur throughout one’s career, potentially impacting
promotion and retention (Seligman et al., 2018).
The literature notes that negotiations over salary can be very unpleasant. For example, a
2016 survey of approximately 1,100 workers indicated that 58% of them were uncomfortable
requesting a raise (Reyes et al., 2021, p. 1059). Yet, negotiations associated with salary are vital,
and they provide an opportunity to improve resources, tasks, and financial compensation (Reif &
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Brodbeck, 2014; S ve-S derbergh, 2019). As such, influential leaders must utilize negotiations
(Tack & McNutt, 2004). Furthermore, before negotiations can take place, they must be initiated.
German research involving university students examined the context in which negotiations are
initiated or not (Reif et al., 2019). This research found that individuals will engage in
negotiations if they feel they can do so successfully, benefit from the process, and know if the
negotiated points are personally significant.
Furthermore, this research found some differences between the genders regarding their
expectations and confidence levels in prospective negotiation conditions, which then impacted
their plan to negotiate or not. Reif et al. (2020) utilized the German university setting first to
examine gender differences in the initiation of negotiations and in their second study to set up the
opportunity to explore salary negotiations by manipulating the conditions with one being
cooperative and the other competitive. This research found that framing of the negotiation –
whether cooperative or competitive – and the participants’ gender influenced the initiation of
negotiations. Attention to an agreement must also be highlighted as negotiations have the goals
of the parties involved to communicate effectively and reach a mutually agreeable point that,
once agreed upon, is both respected and binding (Caputo, 2019). Findings from the study suggest
that negotiations influence what is agreed upon by the parties involved when a deal is reached
and how the participants interact once an agreement has been reached (Hart & Schweitzer,
2020), which ties into the relational aspect.
DePaul (2020) and Niemeier and Junghahn (2011) point out that it is important to
consider practices that may improve the outcome before negotiations. It is essential to research
the prospective employer and reach out to men and women in a position similar to that sought
after. Recognition of what is negotiable is critical, but just as important is to understand those
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elements that are non-negotiables for the individual. Therefore, prioritize needs regarding such
things as salary, benefits, and perks. When actively negotiating with the prospective employer, it
is important to highlight those things that represent a common ground and communicate
enthusiasm for joining the team or filling the position.
Furthermore, one must ask for what is wanted but also listen closely. When it is time to
respond, do so non-defensively as this discussion can lead to compromise. Be respectful, wellprepared, and positive, as this process allows the potential employer to see you in action and
make judgments about whether they want to work with you (Knight, 2017). Success is in part
dependent on how well one can self-advocate. Neimeier and Junghahn (2011) stress the need to
recognize the transferable and specialized skills possessed as they are valuable. Such recognition
should assist with self-promotion and reduce the risk of selling oneself short. Put another way,
even if the salary being offered would allow a comfortable lifestyle, one has to ask if it is
reflective of the skills and knowledge being brought to the table and the local job market
(Knight, 2017). Finally, there is the caution that when one accepts low pay or conditions that are
not conducive to growth, there is a significant impact on one’s career over time (DePaul, 2020).
Neimeier and Junghahn (2011) explain that this ties to the reality that the agreed-upon salary
becomes the base from which future increases are gained. Therefore, any financial increase
gained initially is exponentially significant throughout one’s career.
While the negotiation process has the end goal of reaching a mutual agreement, several
strategies can be used. The strategy is often an action plan that is general but includes multiple
tactics which become characteristics of style. Marks and Harold (2011) identified four strategies
of negotiation that include collaboration, competition, accommodation, and avoidance.
Collaboration, which provides for concern of both the individual and the other party, desires to
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reach the best agreement for all involved. Competition involves a more substantial concern for
the individual’s outcomes than the other party’s outcomes and often holds the view of winning or
losing. The accommodation strategy places the other party’s needs above the individual’s, which
can be detrimental in reaching an agreement on important issues but may be helpful in situations
of limited power or concern over relationships. Finally, avoidance is a strategy categorized as
having little concern about the individual’s or other party’s outcomes.
Moving away from studies that can manipulate and isolate various factors or elements,
Marks and Harold (2011) utilized newly hired employees in industry and academics to examine
negotiations. Recognizing that there is risk involved with the negotiation process, findings
suggest that individuals who are not risk-takers may be less inclined to participate in or initiate
the negotiation process. Additionally, non-risk takers may be concerned about the impact on
future working relationships and may adopt less assertive negotiation strategies. Results
indicated that those who negotiated saw an average increase of $5,000 to their starting salary
(Marks & Harold, 2011, p. 386). Strategies most commonly used that resulted in salary increases
were competing and collaborating, while compromising and accommodating did not increase
salary. Of importance is recognition that differences among individuals were predictive of both
the decisions to negotiate and the strategy selected (Marks & Harold, 2011). People that did not
like to take risks often utilized avoidance or accommodation. This study added to a limited
number of studies performed outside of a laboratory setting at its time. In addition, this study
found that while females did not negotiate at a rate different from their male counterparts, they
were not as effective at receiving increased salaries compared to the men in this study. Finally,
this study looked at personality attributes and gave additional insight through that lens, which
goes beyond the scope of my research.
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Women and Negotiations
Northouse (2019) draws attention to a difference between women and men, explaining
that while men readily self-promote and negotiate, women are much less likely to do so. Based
on studies conducted on university campuses and online that were developed to allow an
examination of the decisions, it was found that women are selective regarding when they enter
into negotiations and may initiate fewer negotiations when compared to men (Exley et al., 2020).
The former meta-analysis focused on investigating differences associated with gender when
starting negotiations and found that in comparison to men, women are not as effective or
successful when negotiating (Kugler et al., 2018). Noting some discrepancies in research and no
unanimous agreement on women’s likelihood to negotiate led Kugler et al. (2018) to undertake a
meta-analysis to review research associated with gender differences and negotiations. This metaanalysis drew upon a wide range of areas including “conflict management, social psychology,
organizational psychology, business studies, and consumer behavior,” with the information
gathered being viewed through the lens of social role theory (Kugler et al., 2018, p. 199). This
meta-analysis, which drew from heterogenous studies and supported former meta-analysis on the
same topic, determined that females are less likely than their male counterparts to start
negotiations. Why this is leads to many suggested possibilities. According to Crosan and Gneezy
(2009) and Faes et al. (2010), women tend to cooperate more and assert themselves less than
men in the negotiation process. It is further suggested that women have lower pay expectations
than their male counterparts, do not negotiate as strongly, and as a result, accept lower outcomes
(Bowles & McGinn, 2005; Mazei et al., 2015).
Some authors suggest gender differences are at play as the female gender role does not fit
the negotiator role, which is typically considered aligned with the male gender role when
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viewing this phenomenon through social role theory (Eagly & Wood, 2013; Stuhlmacher &
Linnabery, 2013). This discrepancy brings about the challenge that women who participate in the
action of negotiating are behaving outside of their female gender role, thereby opposing their
gender-based identity and running the risk of social backlash (Bowles et al., 2007; Kugler et al.,
2018; Rudman, 1998; Rudman & Fairchild, 2004; Rudman & Glick, 1999; Schneider, 2018).
Based on the Kugler et al. (2018) meta-analysis studying gender differences in negotiations,
women question their effectiveness in negotiation behaviors because their perception of
themselves does not fit with the expectations of an effective negotiator, as qualities ascribed to
males are often associated with effective negotiations. In contrast, the qualities of females run
counter to effective negotiation skills (Kugler et al., 2018).
Gender differences can be very impactful on behavior. In connection to negotiating,
women engage in the act of negotiations at a much lower rate than men (Babcock et al., 2006;
Kugler et al., 2018; Small et al., 2007). Robert Half, a global staffing firm in California, found
that professional women have increased their involvement in negotiations from 34 percent in
2017 to 45 percent in 2018 (Gurchiek, 2019, para. 3). Nevertheless, these numbers remain low
compared to their male counterparts, who negotiated at a rate of 46 percent in 2017 and 68
percent in 2018 (Gurchiek, 2019, para. 3).
While women do not have the opportunity to negotiate at the same level as their male
counterparts when given such an opportunity, women are just as likely as men to negotiate
(Leibbrandt & List, 2015; Stevens & Whelan, 2019). Leibbrandt and List (2015) developed a
study of approximately 2,500 jobseekers to study negotiation behaviors. Stevens and Whelan
(2019) drew upon the Australian at Work data to examine negotiation behavior and the gender
wage gap. The data came from the Workplace Research Centre at the University of Sydney. The

33
studies found that women who negotiate are less aggressive and are less effective negotiators
than their male counterparts (Coghlan, 2018; Mazei et al., 2015; Watson, 1994). While Mazei et
al. (2015) investigated gender differences in negotiations through a meta-analysis, Coghlan
(2018) drew upon gender inequity in salary negotiations research by UC Berkeley Professor
Laura Kray as well as Marlene Kim’s publications associated with pay secrecy laws (Coghlan,
2018). Compared to men, anecdotal evidence suggests that women both ask for and receive less
(Babcock & Laschever, 2003). An Australian-based study using data from a workplace survey
distributed in 2013-2014 finds women are not as successful at receiving what they ask for (Artz
et al., 2018). Past research suggests women ask for thirty percent less salary than their male
counterparts (Schneider, 2018, p. 698).
The likelihood of negotiating and the outcomes achieved on wage-setting arrangements
can be very impactful (Blau & Kahn, 2017). This is significant as it is through the act of
negotiation that leaders gain access to opportunities and resources (Northouse, 2019). By
utilizing negotiations, one may profit in ways that include an improvement in salaries and
benefits as well as careers, while conversely, not taking advantage of a negotiation opportunity
even once can be detrimental (Kugler et al., 2018). Without negotiating, women face negative
consequences of slower advancement and salary increases (Tack & McNutt, 2004).
Even if women keep up with other advancements, they are at a disadvantage compared to
men regarding negotiation topics (Babcock & Laschever, 2007). In a study involving university
students and adults to explore the impact of race and gender in negotiations, the researchers
found that gender disparities in pay over a lifetime are closely connected to starting salaries
(Toosi et al., 2019). Failing to negotiate the initial salary is so significant and challenging to
overcome that it has been argued that the wage gap between the biological genders is primarily
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due to discrepancies in entering salaries (Babcock & Laschever, 2007; Gerhart, 1990). Therefore,
it is vital for women to negotiate from an economic standpoint alone (Toosi et al., 2019). Despite
this, the cycle continues, whereas women either negotiate and are looked down upon for doing so
or deliberately elect not to negotiate to avoid backlash (Fischer & Bajaj, 2017). Both options
place women at a disadvantage. While the act of not negotiating is self-harming to women,
research has identified some reasons women make this decision. These reasons fall into the
categories of beliefs, relationships, norms and stereotypes, and other reasons.
Beliefs. Women often do not recognize their worth and undervalue themselves because
they are less aware of the market value of their skills (Babcock & Laschever, 2003; Kay &
Shipman, 2014; Schneider, 2018). Exley et al. (2020) developed their study on negotiations to
control for factors associated with gender differences. Their findings led researchers to suggest
exploring areas related to gender differences and negotiations where participants are unaware of
their contributions or their options – factors that can lead women to undervalue their assets.
Women may believe that the offer provided is all they deserve (Fischer & Bajaj, 2017; Kay &
Shipman, 2014).
Beliefs further complicate the negotiation process by recognizing that females have
decreased beliefs in their competency and confidence when in negotiations (Reif et al., 2019).
Furthermore, women do not negotiate because they may only ask if there is a need and not ask or
negotiate if they feel there is no need (Fischer & Bajaj, 2017). Also, drawing from experiences in
negotiations in the business world and investment banking, women attribute employment offers
as an act of luck and not a reflection on their abilities which inhibits them from asking for
anything for fear of jeopardizing the offer (Miller & Miller, 2002).
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Women believe opportunities and salary increases will come through good behavior, hard
work, and following the rules (Bierema, 1999; Fischer & Bajaj, 2017). Women, therefore, wait
for recognition instead of asking (Babcock & Laschever, 2003). In addition, by taking an
approach that allows others to make the monetary decisions associated with their work, women
give up their control, leading to a softer negotiation approach (Schneider, 2018).
Relationships. A review of the literature on educational leadership and women reveals
the importance of relationships and females’ relationality traits (Odell, 2020). Women’s value of
relationships and the fear of harming them also impact the decision to enter negotiations
(Babcock & Laschever, 2003; Reyes et al., 2021). Qualitative research on relationships in the
supply chain and negotiations notes relationships are meaningful as they impact future
interactions (Thomas et al., 2015). With this in mind, it might not be as surprising that not only
do women fear a negative perception brought about through the act of negotiations, but they are
also hesitant to jeopardize relationships by asking in the process of negotiations (Fischer &
Bajaj, 2017). Schneider (2018) reviewed literature relevant to females and negotiation to address
perceptions and noted evaluators, regardless of their gender, viewed women who negotiated as
unlikeable and aggressive. In addition, colleagues prefer not to work with women who have
negotiated (Kennedy & Kray, 2015; Schneider, 2018).
Norms and Stereotypes. Society has set roles and stereotypes for individuals (Toosi et
al., 2019). Gender roles are strengthened by stereotyping the expectations for behavior and
punishments for role violation (Burgess & Borgida, 1999; Rudman & Fairchild, 2004). Drawing
from the literature on gender and negotiation, a narrative review by Seligman et al. (2018)
indicates women face stereotyping that describes the behavior of men and women as well as
stereotypes regarding how others believe men and women should behave. Social roles and norms
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impact negotiating (Mazei et al., 2015). When women violate their gender roles and actively
negotiate, they are likely to face social backlash because those stereotypes highlight behavior
that violates them (Amanatullah & Morris, 2010; Bowles et al., 2007; Seligman et al., 2018;
Williams & Tiedens, 2016). In addition to being viewed negatively, women are also evaluated
more harshly, are less popular, and are considered less likable when they display confidence and
step into male-dominated roles (Schneider, 2018). Former studies indicate that females are more
frequently punished when they negotiate over salary amounts, considerations of hire-ability,
promotions, and professional relationships (Bowles & Babcock, 2013; Bowles et al., 2007).
Research also indicates that the stereotypes of the interviewer are influential on women’s
performance when they are the interviewee (Latu et al., 2015). Pardal et al. (2020) looked at the
impact implicit and explicit stereotypes have on females during negotiations in their study of
college students in the United States. Using mock negotiations to explore stereotypes and their
impact on gender, they found that irrespective of women’s position of power in negotiations, the
men’s unspoken stereotypes can influence the negotiation process to weaken women’s
performances. This study links the underperformance of women to gender stereotypes held by
the males that they are negotiating with, as gender stereotypes go back to the social status and
perceived power.
Reyes et al. (2021) developed a study designed to replicate Bowles et al. (2007). This
study involved 246 participants ranging between the ages of 18 and 68. Findings from the study
suggest that when women negotiate with men, they are less likely to ask for a raise than when
negotiating with another female. Additionally, women were less likely to negotiate than men
regardless of whether the other negotiator was male or female.
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Using theories of social role, role congruity, and gender role conflict as lenses, Rua et al.
(2021) developed a study with university students exploring the impact of mixed-gender
groupings and traditional gender role stereotypes that impact negotiation outcomes. It was noted
that in negotiations by mixed-gender groups, women do not fare as well as men. Furthermore,
gender role stereotypes negatively affected the relationship and the economic outcome for
women (Rua et al., 2021).
Yet, if women do not actively negotiate, they often receive lower salaries and are viewed
as less competent (Amanatullah & Morris, 2010; Kray et al., 2012). This fear of backlash can be
considered a social cost that can influence negotiating behaviors, especially if the cost is
perceived to outweigh the benefits (Kugler et al., 2018). S ve-S derbergh (2019) utilized data
from surveys of Swedish college graduates from 1999 through 2012 to study negotiation
behavior and outcomes. Both female lower salary requests and women receiving less for their
requests support the relationship of gender stereotypes in connection to negotiations (Bowles,
2013; S ve-S derbergh, 2019).
Conversely, Faye Crosby, a social psychologist, discovered that many women do not
recognize that they have been victims of gender discrimination and deny it, even if they
understand or see that it is generally experienced by women (Ibarra et al., 2013). Fischer and
Bajaj (2017) recognize that women often face an adverse reaction when negotiating, which
impedes their success. Bowles et al. (2007) found after carrying out several studies that women
who initiated negotiations were penalized by evaluators, regardless of the evaluator’s gender.
One example of being penalized is that the women who engaged in negotiation were viewed as
demanding, unpleasant, and were less likely to be hired, while the men did not face this
judgment (Bowles et al., 2007; Reyes et al., 2021). Yet, when women conform to their
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prescribed roles, they avoid social backlash (Bowles et al., 2007; Eagly & Karau, 2002).
Therefore, research suggests when women negotiate, they do an economic and social cost
analysis, and when they anticipate a social backlash, they will concede economically
(Amanutullay & Morris, 2010). As it stands then, women are at a disadvantage as there is a cost
for both compliance with and breach of gender norms (Toosi et al., 2019). Within the pay-setting
employer’s offer, gender bias and discrimination play a role (Coghlan, 2018), with men having
an advantage over women concerning negotiating power (Card et al., 2016).
Other Reasons. Gender impacts negotiations for various reasons, including perceptions
about negotiations, the rules and context of negotiations, and the style of negotiating and
communicating during the negotiation process (Bertrand, 2011; Faes et al., 2010). Negotiation
perceptions could be affected by previous negotiating experiences (Stevens & Whelan, 2019).
Women may not know how to ask or perform negotiations, may view negotiations as something
to avoid, or may not recognize some of the aspects that are up for negotiation (Fischer & Bajaj,
2017). Negotiation behaviors can also be impacted by opportunity as 49% of men reported
having the opportunity to negotiate pay, whereas only 35% of the women indicated such
(Stevens & Whelan, 2019, p. 149). There are structural factors like “low initial offers and the
availability of alternative offers” that are impactful as well (Stevens & Whelan, 2019, p. 143).
Financial Impacts of the Gender Pay Gap
Although the Equal Pay Act was signed into law in 1963, the Institute for Women’s
Policy Research suggests equal pay between the two biological genders will not be equal until
2059 (Hegewisch & Mariano, 2020, para. 1). When examining the gender pay gap, 10-15% of it
can be attributed to differences in power associated with gender (Card et al., 2016, as cited in
S ve-Soderbergh, 2019, p.36). Moreover, the Institute of Women’s Policy Research found that
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women earned 82 cents for every $1.00 earned by men in 2019 (Hegewisch & Mariano, 2020,
para. 2). In 2020, women's earning power was 84% of their male counterparts (Barroso &
Brown, 2021, para 1). To make up the difference, women need to work 42 additional days to
earn the same salary as men (Barroso & Brown 2021, para. 1). The gender wage gap is ascribed
to females’ behavior to negotiate less regularly and less effectively than their male counterparts
(Kugler et al., 2018). The differences associated with gender are not only influential in
connection to negotiation behaviors but are also associated with the wage gap between the sexes
(Babcock & Laschever, 2003; Bertrand et al., 2010; Catalyst, 2021). When acknowledging
females’ careers over their lifetimes, the ripple effect associated with the outcomes of
negotiations cannot be overlooked (Pardal et al., 2020). Evelyn Murphy, an economist and
president of The Wage Project, estimates for the female professional school graduate, lost
earnings could amount to up to two million dollars over the course of forty-seven years of fulltime work (National, 2020). To illustrate the cumulative impact of missing even one negotiation
opportunity, Babcock et al. (2006) provide the following scenario:
Suppose that a man and a woman begin work at age 25 for the same employer at the same
salary, and their employer offers both of them 2% raises every year. If the woman accepts
the raise, but the man negotiates his raise to receive a 3% increase every year, then after
40 years on the job, the woman will be earning 67.7% as much as the man. (p. 240)
Recognizing the impact gender differences have on negotiations helps highlight the inequitable
allocation of funds between males and females while also reinforcing concepts including the
glass ceiling and the gender wage gap (Kugler et al., 2018).
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Suggestions for Change
Gender and personal expectations impact decisions to negotiate (Reif et al., 2019).
Therefore, there is the need to prime women so that they can better recognize their ability to act
in a manner that meets the expectations associated with the act of negotiations as well as help
them view the task of negotiating as a communal role (Bear & Babcock, 2017; Kugler et al.,
2018; Mazei et al., 2015). In addition, women need to see the process of negotiations as a chance
for open discussion to reach a mutual agreement (Reif et al., 2019). Preparation for negotiating
can ease the stress associated with the process while increasing assertiveness and self-confidence
(Sarfaty et al., 2007). Yet, such advice will not help women if they are unwilling to enter the
negotiation process (Babcock & Laschever, 2007; Mazei et al., 2015). Instead, women need to
consider their priorities, recognize their value compared to others, and seek to learn what is and
is not negotiable (Fischer & Bajaj, 2017). With this in mind, belief in one’s ability to negotiate
increases the negotiation performance and the probability of engaging in the act of negotiating in
the first place (Reif et al., 2019).
Despite such advice, one must also recognize the role of gender. Framing negotiations as
opportunities to ask helps align negotiations with the lower-power social role women often find
themselves in, thereby reducing gender differences (Small et al., 2007). Besides, when
negotiations can be viewed through a more cooperative frame versus a competitive frame, it
lends itself to increased success for women as the cooperative frame is more in line with the
female gender role (Reif et al., 2019). Additionally, women can negotiate for the benefit of
others successfully; as such other-focused negotiation aligns with social expectations (Schneider,
2018). Women can also negotiate successfully when they recognize it is expected and are trained
in the art of negotiations (Schneider, 2018). Yet, for those women who decide to negotiate,
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caution is still given to use tactics to reduce social backlash (Bear & Babcock, 2017). One such
strategy for mitigating the backlash is demonstrating enough stereotypical gender behavior to
counteract the discord created by breaking social expectations (Seitchik, 2020).
While blaming women’s alleged deficiencies is convenient, this is not just a woman’s
problem (Schneider, 2018). Furthermore, there is the need to change the culture of management
and organizations to provide support for women and encourage them to enter the negotiation
process (Kugler et al., 2018). Reducing ambiguity by stating negotiation expectations diminishes
the risk of social backlash and behavior limited by stereotypes (Seligman et al., 2018). In
addition, education is necessary for both men and women to better understand gender bias
(Ibarra et al., 2013). There is benefit in providing exposure to counter-stereotypical examples to
help disperse gender typecasts as such models offer the opportunity to be more accepting of
women, demonstrating a scope of successful leadership activities (Meltzer, 2018). Beyond this,
opportunities need to be provided to women where they can try out leadership skills and
behaviors in a safe, supportive environment, such as is created in a coaching environment,
leadership program, or support group geared for aspiring female leaders (Ibarra et al., 2013;
Seligman et al., 2018). Likewise, Ibarra et al. (2013) suggest female leaders need to find their
purpose and focus their attention on their goals and what needs to be done to reach such goals.
They further explain that paying attention to purpose can help women select activities that can
bolster their success – activities that they may have elected to not participate in due to lack of
interest or time before but are willing to engage in now because they recognize the more
important purpose.
Additionally, banning questions associated with salary history may be helpful as asking
for such information can potentially intensify disparities and remain influential throughout a

42
woman’s career (Coghlan, 2018). Theoretically, such a ban would then allow women to
negotiate on a more even level with men. Additionally, encouraging salary transparency would,
in turn, allow women access to information that allows comparison to colleagues’ earnings,
information that may spark them to negotiate actively for themselves (Coghlan, 2018).
Systematic changes need to be made where those in the hiring position consider how they
manage pay and promotions. Clear information needs to be provided to eliminate the vagueness
that disadvantages women – as, under those conditions, females often end up with lower income
than their male counterparts (Ammerman & Groysberg, 2021). Ultimately, attention needs to be
drawn to the social norms and systems that slow women’s progress because as long as women
face bias and discrimination based on their gender, disparities will continue (Fernandez et al.,
2020).
Summary
This chapter presented the literature and research related to this Hermeneutical
phenomenological study on female superintendents’ experiences of negotiating salaries. Topics
addressed included the leadership and elements of leadership as well as school leadership and the
superintendency. In addition, background on the female experience and an examination of the
labyrinth were provided with details associated with the human capital difference, gender
differences, and prejudice and stereotypes. Information on negotiations was also offered. In
addition, details associated with women and negotiation were shared with a closer look at areas
associated with beliefs, relationships, norms and stereotypes, and other reasons. Beyond these
topics, the financial impact of gender was explored. Finally, suggestions for change were shared.
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Chapter 3
Methodology
The purpose of this qualitative Hermeneutical phenomenological study was to develop an
understanding of how female superintendents in the field of education experience negotiation
through description and meaning drawn out of their lived experiences connected to the process of
negotiation. Interview questions directed to a purposeful sample drawn from female educational
superintendents in the Midwest were created to develop an understanding of female
superintendents' experiences with negotiations. Responses were analyzed for themes, pared
down to the essences of meaning, and viewed through the theoretical lens of social role theory
and the conceptual framework of negotiation.
In Chapter 3, the research design and rationale are presented, including the rationale for
using qualitative research and, more specifically, phenomenology and Hermeneutic
phenomenology. In addition, the theoretical and conceptual orientations, as well as a researcher's
statement, are also provided. Furthermore, discussion of population and sampling, data collection
methods, measures, data analysis procedures, ethical considerations, and elements of
trustworthiness are also addressed.
Research Question
The following research question guided this study:
What are female superintendents' experiences of negotiating salary and compensation?
Qualitative Research Design and Rationale
The research question for this study, which asked about the female superintendents'
experiences associated with negotiations, points to an issue needing more thorough examination.
The female voices need to be heard and their experiences explored. Creswell and Poth (2018)
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explain that this exploration through qualitative research allows for a deeper understanding of a
complex issue than quantitative research would provide. As such, this deeper understanding
provided by qualitative research can provide further insight into "the process that people
experience, why they responded as they did, the context in which they responded, and their
deeper thoughts and behaviors that governed their responses" (Creswell & Poth, 2018, p. 46).
Qualitative research is based on researchers' interest in comprehending how individuals
understand their experiences and the ascribed meaning of their experiences (Merriam & Tisdell,
2016). By placing the researcher in the natural setting of what is being studied, qualitative
research provides a way to interpret the phenomena as meaning that the subjects make of the
phenomena (Denzin & Lincoln, 2011). While qualitative research starts with assumptions, it uses
a theoretical or interpretive framework to direct the study focusing on the meaning made of
social problems (Creswell, 2013). This focus on meaning places attention on the words as data
(Braun & Clark, 2013; Merriam & Tisdell, 2016). The qualitative approach selected guides the
inquiry, which in turn drives data collection in a natural environment, and allows an analysis of
the data through both inductive and deductive methods that lead to recognizable themes or
patterns (Creswell & Poth, 2018). Such research is then presented in a report that allows
participants' voices to be heard while including researcher reflexivity, a detailed description and
interpretation of the issue, and the identification of either a call to action or literary contribution.
Defining Features
When considering the quality of a qualitative approach, Creswell & Poth (2018) identify
aspects that the researcher must adhere to. First is the matter of ethics as such a study has to be
ethical, with attention to anticipated and emerging issues during the study. Second, upon
selecting the qualitative approach, the researcher must model the study after that identified
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approach and maintain the study's exploration of the single concept to be explored. Moving
ahead, the researcher must utilize procedures for data collection and include detailed descriptions
of both data collection and analysis, as well as the development of the report to demonstrate
rigor. Moreover, the data needs to be analyzed in various ways to ensure movement from
generalizability to complex abstraction. After the data is gathered, it is reviewed for significant
statements through horizontalization. The significant statements are then grouped into themes
and reduced to the essence of the meaning through the movement from looking at the whole
phenomenon to breaking it into parts only to put it back together again in a new way with new
meaning and understanding. Likewise, the writing needs to be clear, interesting to read, and
reflective of the complexities of the studied topic. Finally, the researchers need to provide
personal background information appropriate to the study to "position themselves in the
qualitative study" (Creswell & Poth, 2018, p. 49).
Requirements
Creswell and Poth (2018) recognized that qualitative research demands dedication from
the researcher. Therefore, the researcher must be committed to long hours in the field, gathering
extensive data, and working through field issues to access the participants' perspectives.
Furthermore, such researchers need to recognize that data analysis is time-consuming and
complex. The extensive data needs to be filtered down to its essence of themes to find meaning.
When developing the research report, the researcher must provide a substantiated document
reflecting multiple perspectives and incorporating the subjects' quotes. The qualitative research
process is constantly evolving and does not follow a static set order of procedures. However, it is
essential to document all procedures used carefully. Finally, the qualitative researcher must
attend to ethical issues throughout the process.
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Phenomenological Research
Phenomenology is the study of a phenomenon or an experience common to a group of
people, whereas that experience is reduced from the group of individual experiences down to the
meaning or universal essence (Creswell & Poth, 2018). Moreover, phenomenology has been
defined as the study of something through attention to how the essence of the phenomena being
studied is described (Peoples, 2021). This description connects to how the phenomena operate in
the lived experience and consciousness of the people who have experienced them (Peoples,
2021). After all, when something is experienced, it is perceived as something with significance
(Dahlberg, 2001). Therefore, phenomenology works to develop a richer understanding of the
significance associated with ordinary experiences while also providing the opportunity for
insight that helps connect us with the world (van Manen, 2001).
This deeper understanding gained is not about the individuals' lives, but their lived
experiences associated with the phenomenon (Anderson & Spencer, 2002). Indeed,
phenomenology is about the specific phenomenon's manifestation and appearance in individuals'
lives, spotlighting the phenomenon and meanings associated with it and not the individuals
(Vagel, 2018). As such, phenomenology is both a descriptive and interpretive process where the
researcher develops an interpretation of the significance of an experience (Creswell & Poth,
2018). It must be further clarified that phenomenology focuses on understanding the experience
lived with meaning-making created within the concept of that lived experience (Peoples, 2021).
To reach this, one who engages in phenomenology must commit to paying close attention to
something typically overlooked (Vagel, 2018).
The lived experience and the associated meaning gleaned from the lived experience must
further be refined to the essence of the experience. The universal essence is a description
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developed out of what the participants experienced and how it was experienced (Moustakas,
1994). Peoples (2021) explains that research within phenomenology attempts to understand the
perceptions people have regarding an experience or situation they have encountered. Therefore,
phenomenological research generates experiences of a specific group. Furthermore, suppose one
utilizes other theories or lenses to view the phenomenon being studied. In that case, the
researcher then must use the Hermeneutic or interpretive framework, and the study becomes a
hybrid. Regardless of the approach taken, when embarking on a journey using phenomenology,
the goal is to develop a deeper understanding of the studied phenomena (Vagel, 2018).
Phenomenological studies feature specific elements in them. Such studies must focus on
a phenomenon that is to be explored with a group of people who have experienced the
phenomenon (Creswell & Poth, 2018). In such studies, attention is given to the individuals’ lived
experiences considering the subjective experiences associated with the phenomenon and the
objective experiences that come from having something in common with other people (Creswell
& Poth, 2018). When drafting the questions, caution must be taken as they must focus on the
experience (Peoples, 2021). Additionally, the phenomenological study must be a methodical,
specific, and self-critical study of the phenomenon that arises from our lived experience (van
Manen, 1990). It is within our lived experiences and our relationships in the world that
phenomena occur.
Through the processes of data collection and analysis, these experiences are pared down
to the essence that is sought after in a phenomenological study (Creswell & Poth, 2018).
Moreover, Peoples (2021) provides further direction. Through this data analysis, the
phenomenological researcher can develop a reality associated with the event in a meaningful
way. However, in no way is this an attempt to examine the experience as a structure and, in turn,
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compare it to another structure. Therefore, the challenge for the phenomenological researcher is
to develop an understanding and then describe the phenomena exactly as individuals experience
them (Phillipson, 1972). Ultimately, this research challenges one to marry the subjective and
objective elements of a lived experience to find deeper meaning (Peoples, 2021).
Hermeneutical Phenomenology
Heidegger, the father of Hermeneutic phenomenology, held “the assumption that humans
live in the world as interpretive beings in a continuously interpreted world” (Vagel, 2018, p. 81).
Researchers use Hermeneutic phenomenology to study lived experience to get to the essence of
and thoughtfully describe what it means to be human (Vagel, 2018). The result is not just a
description of the phenomenon under study but an understanding associated with the meaning of
a lived experience that is gathered and reduced to its essence (Creswell & Poth, 2018). To reach
the essence, the Hermeneutical phenomenologist utilizes the Hermeneutic circle, which allows
the recognition that understanding and interpretations of the phenomena are continual (Vagel,
2018). In addition, bridling assists with recognizing one’s beliefs to prevent them from
compromising one’s openness to the phenomenon and is more suitable for Hermeneutical
phenomenology than bracketing (Vagel, 2018).
In Hermeneutical phenomenology’s interpretive style, attention to theory or theoretical
assumptions is not only encouraged but expected (Vagel, 2018). When additional frameworks
are utilized regarding phenomenology, the Hermeneutical lens is appropriate (Peoples, 2021).
Therefore, Hermeneutical phenomenology was selected in this study due to the theoretical and
conceptual orientations used – specifically, social role theory and the concept of negotiation. The
Hermeneutical phenomenological methodology was used to understand the phenomena through
descriptions and meanings drawn from lived experiences connected to negotiation by female
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superintendents. Data gathered was analyzed with the consideration of the thoughts of others
through the inclusion of social role theory and the concept of negotiations. Considering that this
study addressed the experiences of female superintendents who have experienced the process of
negotiations to find meaning in the experience, this was a suitable and appropriate design.
Theoretical and Conceptual Orientations of the Study
The social role theory and concept of negotiation are the guiding frameworks for this
study. The theoretical framework selected allows the researcher to consider the thoughts of
others (Peoples, 2021). In addition, if a researcher broadens the lenses through which to view the
phenomena, then understanding that phenomena can be more profound (Peoples, 2021).
Therefore, multiple frameworks enhance the research and provide the potential to add to the
literature and understand the phenomena studied.
While individuals have unique perspectives and insights on their lived experiences,
adhering to the framework provides parameters to view the data. Additionally, using the two
lenses of social role theory and the concept of negotiation allowed a more robust view of the
phenomena and potentially offered greater insight and understanding of the female
superintendents' negotiation experiences. With this in mind, the interview questions were
designed to provide insight into the phenomena through both lenses. Attention to where the two
orientations overlapped and diverged were helpful during data analysis.
Theoretical Orientation of the Study: Social Role Theory
Data gathered was viewed through the lens of the social role theory. Recalling that a
social role is an all-inclusive behavior and attitude pattern resulting in a coping strategy for a
reoccurring social situation (Turner, 1990), it can be used to predict the behavior people engage
in under specific social experiences (Montgomery, 1998). Social role theory was used to
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understand the phenomena of female superintendents' negotiation experience and helped describe
how the phenomena are explained through the theory. Questions reflected this lens and assisted
in gathering the meaning associated with this experience.
Conceptual Orientation of the Study: Negotiation
Data gathered was also viewed through the concept of negotiation. Caputo (2019)
explains that negotiation is an opportunistic process whereby decisions are made between parties
with different points of view and thus possibly conflicting interests. Yet, the parties are able to
reach an agreement through communication and exchange of giving and taking, usually
involving both tangible and intangible resources. Also, the act of negotiation is connected to one
of five negotiation strategies associated with conflict management: collaborating, competing,
accommodating, compromising, and avoiding (Marks & Harold, 2011). The concept of
negotiation was also used to understand the phenomena of female superintendents' negotiation
experiences and give insight into how the phenomenon was experienced. Furthermore, interview
questions reflected this framework and shed light on the meaning associated with this
phenomenon.
Role of the Researcher
The phenomenological researcher endeavors to gain a deeper understanding of
phenomena by examining them through different perspectives (Peoples, 2021). Therefore, the
researcher must gather the participants' data connected to their understanding and sense-making
of their lived experience as well as attempt to develop an understanding of how the participants
develop that understanding and sense-making in connection to their social and personal worlds
(Smith et al., 2009). The participants were asked to describe their experiences associated with the
phenomena, and it was the researcher's job to make meaning from this raw data by analyzing it
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"within the phenomenological reduction" (Giorgi, 2009, p. 96). In the attempt to remove oneself
from the study, following Husserl's phenomenological philosophy, the researcher can recognize
personal experiences associated with the phenomenon being studied through bracketing. In this
process, the researcher discusses personal experiences related to the phenomenon, which allows
recognition of them and the attempt to set them aside while also presenting such experiences to
the reader, thereby allowing readers to judge the success of the attempt (Creswell & Poth, 2018).
It is impossible to use bracketing when considering Heidegger's Hermeneutic
phenomenological philosophy because we live in this world with others (Peoples, 2021). For
Heidegger, since phenomena are experienced in the world, we need to explore the phenomena in
the world, so bracketing is not appropriate (Vagel, 2018). Instead, Heidegger used the
Hermeneutic circle to find understanding by analyzing the whole and the parts with a synthesis
that brings about a new understanding (Peoples, 2021). This spiral process moves understanding
between the elements and the whole continually and not linearly, with changes being made
through the gathering of new information and understanding (Peoples, 2021). The Hermeneutic
circle allows the researcher's presuppositions and perceptions to be revised as new information is
gained – a process described as phenomenological reflection (van Manen, 2014).
Vagel (2018) credits Dahlberg (2006) with the metaphor of bridling to retain the focus on
understanding and recognizing one's judgments. This attention to one’s judgments is vital. The
risk of compromising openness to the phenomenon being studied is reduced, allowing for better
reflective and interpretive work to be done. Above all, the researcher needs to remain open to
possibilities when working with the data throughout the study.
When considering the duties of the phenomenological researcher, there are some other
considerations in connection to the phenomena. First, following Heidegger's approach, the
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researcher must explicitly address any biases or judgments before analyzing the data and note
foresight or fore-conceptions, the preconceived beliefs about the topic (Peoples, 2021). This
attention to personal biases or judgments is essential as such understandings need to be
recognized initially and will later be reviewed, re-evaluated, and revised upon data analysis
(Peoples, 2021).
In regard to this study, I combined approaches. The Hermeneutic circle was utilized due
to its process regarding analysis and synthesis of the information to develop and acquire a new
understanding of the phenomenon. Its allowance for new information to be drawn upon to
develop new understanding throughout the process was also appealing. In addition, bridling was
incorporated so as to maintain awareness of personal biases and judgments and promote the
opportunity for greater openness.
The phenomenological researcher must identify the delimitations or choices made that
define the boundaries for the study and the limitations that are the weaknesses associated with
the methodology selected (Peoples, 2021). It is essential to note in phenomenological studies, the
limitations are often associated with small sample sizes, constraints related to time, and
participant bias (Peoples, 2021).
Researcher’s Statement
To adequately undertake this phenomenological study, the researcher must reflect to gain
a deeper understanding of “the biases, values, and experiences that he or she brings to" the study
(Creswell & Poth, 2018, p. 259). This reflexivity addresses personal experiences with the topic
and how those experiences may influence the researcher's understanding of the phenomena
(Creswell & Poth, 2018). At the time of the study, I was in my late forties, married for 28 years,
with two children and a grandchild. We have two children and have recently welcomed a
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grandchild into the family. I was employed within the same district for 22 years, serving in
various positions, including most recently as a K-12 principal. I grew up in a rural upper
Midwestern state and had lived in the area all of my life. I consider myself a lifelong learner. I
earned my bachelor's degree as a non-traditional student on campus, my master's degree was
earned while working full-time and driving to campus for evening and night classes during the
week while our children were young. My specialist degree was earned online while our children
were in high school. It was not until my first administrative contract that I faced an active
negotiation process and discovered I was ill-prepared for it. Stepping out of that experience with
the feeling that I handled it inadequately brought up the question of whether other women have
similar experiences with the negotiation process and what other women who felt successful in
the process did to gain that sense. Acknowledging that women have been successful in their
experiences of negotiations is as important as recognizing those who were not as successful since
all participants' experiences and voices need to be heard to gain a deeper understanding of this
phenomenon.
Recognizing that all writing is grounded in the researcher's interpretation, I relied on
journaling to record biases and interpretations that may impact understanding. This effort is
related to bridling and the use of the Hermeneutic circle. Throughout this study, I needed to
remind myself that it was essential to provide details of my personal experiences with the
phenomenon and maintain awareness of how my experiences impacted this study’s findings,
conclusions, and interpretations, as supported by Creswell & Poth (2018).
Population
The need to ensure that the phenomenological study explores how a specific phenomenon
is understood by a particular group of people’s perspectives cannot be stressed enough (Smith et
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al., 2009). Therefore, the participants in a phenomenological study must have all experienced the
phenomenon and discuss their lived experiences (van Manen, 2014). Purposeful sampling occurs
to ensure that participants have this experience and can provide insight and understanding of the
problem being researched as well as the phenomenon being studied (Creswell & Poth, 2018).
Purposeful sampling was used with several inclusion criteria identified, specifically job
title, gender, place of employment, and experience with negotiations. Such inclusion criteria
were in place to ensure that the participants selected for this study held the position of the
superintendent as their job title, were female, held employment in a public school district within
the geographical region of the Midwest, and had either participated in or elected to forego the
negotiation process. While ethnicity and age could have added additional layers to this study,
they were not focused upon when gathering the sample to limit the scope and focus of this study.
Still, they would be important additions to future studies. An email was sent to female
superintendents with the study description and participation qualifications, as well as an
invitation to participate. Invited superintendents needed to meet the study qualifications to
participate.
During the academic school year of 2021-2022, there were 30 female superintendents
within one Midwestern state’s public education system, which included 149 districts (ASBSD,
2021) and 28.77 female superintendents in another Midwestern state’s public education system,
which included 248 districts (NE DOE, 2021). While it is recommended that the number of study
participants ranges from 5 to 25 in a phenomenological study (Polkinghorne, 1989), Creswell
and Poth (2018) suggest phenomenological sample sizes may vary from 3 to 15 people. The
sample size for this study ranged between 6-14 participants or until saturation was reached, with
the recognition that some eligible individuals either declined to participate in or removed
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themselves from the study for a number of reasons, possibly including the magnitude of
superintendent duties and time constraints, the sensitive nature of negotiation, and personal
circumstances. Sampling continued until saturation was reached.
Looking ahead to data collection and analysis, the data collection via in-depth interviews
began with six individual interviewees and continued with more as needed (Creswell & Poth,
2018). By the nature of the study, this was an attempt to keep the data manageable to allow for
in-depth and rigorous analysis to find the essence of the phenomenon. Of greater importance
than participant numbers is saturation, or the point when no new information is gleaned from the
data (Creswell & Poth, 2018; Peoples, 2021). Recruitment of participants was done through an
invitation to participate relying on the public-school email addresses available online through the
states’ department of education. Female superintendents willing to participate in the research
study were asked to contact me through email. I then began communicating with each willing
participant to make sure they met the study qualifications and understood their participation in
the study before arranging an initial interview.
Data Collection
Peoples (2021) explains that phenomenological research highlights the essential aspects
of the lived phenomenon and how it is experienced. This emphasis on the experiences "informs
the lived aspects of human phenomenon" (Peoples, 2021, p. 51). The descriptions of such lived
experiences are essential to ensuring investigative methods are direct and accurate (Peoples,
2021).
In this study, the phenomenon was the meaning of the negotiation process for female
superintendents of school districts. I collected data from eleven female superintendents within
the Midwest using semi-structured interviews that lasted 45-60 minutes. Semi-structured
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interviews allow for interview questions to be developed to ensure research relevancy while also
ensuring the main characteristics of the study are addressed while providing the participants the
opportunity to discuss other material that could be relevant to the study (Peoples, 2021). The
semi-structured interview helps establish a balance between the topics being researched while
allowing for the systematic naturalness found in phenomenological research (Giorgi, 1985).
Follow-up interviews were requested as necessary to fill gaps and provide opportunities for
clarification, additional data gathering, and member checks. Therefore, the follow-up interviews
did not have standard questions but unique ones based on the individual interviews and were
anticipated to last approximately 10-15 minutes (Appendix D). Such unique questions were
developed to assist with clarifying questions that arose during coding. Saturation was sought.
While data collection was anticipated to take a few months, the analysis began immediately and
continued simultaneously with the collection. Data were recorded through transcripts as well as
video recordings. Additionally, participants were notified of risks associated with participation,
while confidentiality was protected through coding and pseudonyms to protect identities.
Following the Hermeneutic phenomenological philosophy, I needed to identify biases
and presuppositions about the phenomenon before analyzing data. Peoples (2021) suggests one
way to do this is through journaling. Journaling provides a method for the researcher to track
adjustments and changes in thinking as data is analyzed and interacted with. In addition,
journaling allows the researcher to reflect on her thinking to enable an opportunity to view the
phenomenon more clearly and impartially. Thus, I utilized journaling to record my thoughts,
impressions, biases, decisions made, and changes in understanding as I analyzed gathered data.
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Measures and Procedures
In phenomenological research, data is often collected through interviews with a group of
people that have experienced the phenomenon being studied. This interview is a conversationbased interaction where knowledge is developed as the researcher tries to understand the
interviewee's point of view in her world to find meaning (Brinkmann & Kvale, 2015). Follow-up
interviews were utilized to clarify information, address gaps, and complete member checks.
Member checks are a process to ensure internal validity by asking for feedback from the
participants and checking for accuracy (Merriam & Tisdel, 2016). Member checks prevent
misinterpretation of what participants mean as such checks ensure that participants’ perspectives
are given while also serving as a way to identify researcher biases and misunderstandings
(Maxwell, 2013). In this study, member checks took place by allowing interviewees to review
transcripts for accuracy. Transcripts were sent electronically. In addition, a summary of my
findings was sent to two of the participants to again check for accuracy. All interviews were
recorded to include audio and video aspects to capture the verbal responses and facial
expressions.
Interview procedures are not linear, but attention to protocols assists with preparation for
data collection (Creswell & Poth, 2018). First, the research questions need to be developed to
enhance the researcher's understanding of the phenomenon and the method in which the
interview will be completed (Creswell & Poth, 2018). Regarding this study, a sample set of
questions was developed. These questions were piloted with one female former public school
superintendent before arriving at the final set of interview questions. Adjustments were made
after the pilot per the participant’s insight. See Appendix A for the final semi-structured
interview questions.
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There are other elements to consider as well. It is essential to follow established
procedures that are clearly outlined and described (Creswell & Poth, 2018), including IRB
policies and guidelines. Interviewees need to be identified purposefully, and consent must be
gained (Creswell & Poth, 2018). I had access to all the public school email addresses of women
serving as public school superintendents in these two Midwestern states. An email including a
description of the study, qualifications for participation, participation details, and an invitation to
engage, if qualified, was sent to each female superintendent. The email also included the consent
to participate document. Superintendents interested in participating in the study were asked to
email me. I began communicating with them by setting up individual initial interviews that used
an online platform at a time that was convenient for each participant. After two weeks, I emailed
any superintendents I had not heard from to remind them about the study and the invitation to
participate. Confidentiality and anonymity were upheld using pseudonyms, with the records
destroyed after the data were analyzed and entered in its final form. Decisions regarding the
transcription process were also made before beginning the interviews (Creswell & Poth, 2018).
The interview was transcribed with the resulting transcript checked and edited for accuracy.
While interviews allow participants to express their lived experiences, I anticipated that
initial interviews might not be as detailed or insightful due to many factors, including my
inexperience in phenomenological interview techniques and participant limitations such as
language expression or time. By recording all interviews, analysis of word choice and expression
could also be noted, adding depth of meaning. Moreover, while all participants were asked to
review the transcript for accuracy, two participants were asked to review the findings. Beyond
interviews, other data collection methods could be used, including documents, field notes, and
journaling (Creswell & Poth, 2018). Adding documents such as salary contracts and years of
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education could add another layer for triangulation but may be difficult to gather due to the
sensitive nature of some data. Field notes and journaling were utilized and maintained by the
researcher to capture insights and questions. Data were securely stored on a password-protected
computer and destroyed once the study was complete and in its final form. Back-up copies of the
data were stored on a password-protected flash drive.
Data Analysis
Data analysis is a systemic process that involves coding in connection to significant
statements through the process of horizontalization – a term Moustakas developed (Creswell &
Poth, 2018). Horizontalization is the process of reviewing the data and finding the important
statements that assist in understanding the phenomenon (Creswell & Poth, 2018). All data is
treated with equal importance during this process and is then organized into themes (Merriam &
Tisdel, 2016). Following this, one develops clusters of meaning to find themes that are used to
support the detailed descriptions that summarize what is experienced and how it is experienced
(Moustakas, 1994). In Hermeneutical phenomenology, it is the use of the Hermeneutic circle
where "the parts inform the whole, and the whole informs the parts" (Peoples, 2021, p. 57). As
new information is gathered, it will be viewed in the context of the information it was provided
in and joined with previous understanding to create a new understanding (Moustakas, 1994).
Therefore, new information is learned with each new element added and reviewed, allowing for
the opportunity for new insights to form (Moustakas, 1994).
When analyzing data, the researcher is looking to shed meaning on the lived experiences
of the phenomenon. To do this, attention to the details provided must be given through the use of
coding. For example, it was anticipated that there would be codes associated with social roles
and negotiations. In addition, attention to the intersection between and divergence of the
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concepts was given to find the essence of the phenomena and connections between the concepts.
Through this process, the researcher compares and contrasts the various participants' experiences
(Peoples, 2021). Thus, the goal of data analysis in a phenomenological study aims to provide a
comprehensive narrative drawing from an experiences’ essential themes that are identifiable to
those who have experienced the phenomenon (Peoples, 2021).
In this study, I read each transcript to gather insight into the participant’s story and
experience with negotiations. On the second reading of the transcripts, I looked for units
associated with the meaning of the phenomenon. Using the Hermeneutic circle, I was able to
learn more about the phenomenon with each interview completed. Coding took place as
important elements from the stories surfaced that were directly connected with the phenomenon.
Likewise, horizontalization was used to help find the themes common in the interviews. Finally,
I synthesized the data to find deeper meaning by pulling the codes together into themes.
Throughout this process, key phrases, quotes, and ideas were recorded to be used as examples.
Ethical Considerations
Ethical issues can arise at any point in the study and need to be considered by the
researcher so that measures are taken to ensure they are addressed (Creswell & Poth, 2018).
Before the start of the study, IRB approval was requested. Following such approval, email
correspondence was sent out to female superintendents describing the study, providing the
participation qualifications, and the invitation to participate. A follow-up email was provided to
those who did not respond to the first invitation.
No one physical district or site was selected as participants were gathered from the
geographic location of two states in the Midwest. My school district was not involved because I
did not want my experiences in the district to impact the study and because a male
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superintendent led this district at the time of the study. The disclosure was provided, and
informed consent was gathered from all participants at the beginning of the study. A discussion
was held with participants addressing how the data would be used and shared with participants
during data collection. Attention to secure storage procedures and confidentiality were upheld,
stressing password-protected storage. Additionally, attention to protecting identities and
participant privacy was addressed through the use of pseudonyms and coding of the interview
transcripts, notes, and video recordings. Data will be stored securely for up to three years per
IRB requirements. However, all audio-video recordings were destroyed once the research was
final. When reporting the findings, the protection of the participants was upheld so that they
could not be identified.
Participants had the right to remove themselves from the study. Finally, the researcher
needed to report various perspectives that may surface, including reporting contradictory
information. Results were shared with participants and submitted for publication to a peerreviewed journal. Participants’ names were not used in the publication. Finally, the resulting
dissertation will be published in ProQuest.
Trustworthiness
Trustworthiness is the equivalent to validity and reliability often addressed in quantitative
studies. Qualitative studies address trustworthiness in four areas, including credibility,
transferability, dependability, and confirmability (Shenton, 2004).
Credibility
Credibility addresses how closely the results represent the data gathered (Thomas et al.,
2015). Credibility is considered the most important factor associated with trustworthiness
(Lincoln & Guba, 1985). When considering credibility, the researcher should consider the format
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of questioning and data analysis methods that have previously been effective in similar studies
(Shenton, 2004). In connection to this study, the selection and wording of the interview questions
were essential. The credibility of this study was strengthened by using interview techniques that
are standard for phenomenological studies. In this case, a semi-structured interview was used
where the questions were constructed to ensure relevancy to the research question while allowing
flexibility in the interview process (Peoples, 2021). Follow-up interviews were held as needed to
enhance understanding and fill in information that was lacking or missing (Peoples, 2021).
Open-ended questions were asked to allow for a “textural and structural description of the
experiences” (Creswell & Poth, 2018). Use of data analysis techniques specific to Hermeneutic
phenomenology further assists this study’s credibility. The Hermeneutic circle allows for an
interaction between the researcher and the data as understanding is revised as new information is
gathered (Peoples, 2021). In addition, journaling allowed reflective thinking and exploration of
biases (Peoples, 2021).
Credibility is enhanced with a familiarity with the culture of the organizations being
studied, but caution is given to prevent such immersion that the researchers could lose their
professional judgment (Shenton, 2004). Credibility in this study was enhanced because I had
been in the educational field and specifically the K12 system for 22 years, giving me familiarity
with the culture. However, I have not held the superintendent position, so I anticipated fewer
challenges with immersion or running the risk of losing my judgment.
Credibility can be further enhanced by the sampling approach used. Purposive sampling
is widely used in qualitative research, specifically phenomenological studies (Shenton, 2004).
Using a survey to determine the selection of participants who fit the criteria for this study
enhanced credibility as I could ensure that the participants were female superintendents in the
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selected Midwestern states who had experienced negotiation. Identifying prior to interviews that
each participant had experienced the phenomena under investigation strengthened the study's
credibility and findings.
In addition, triangulation can help boost credibility as it allows for multiple angles from
which to gather and analyze data (Shenton, 2004). Such methods may include drawing from a
wide range of organizations as well as a wide range of participants to allow for data sources to be
"verified against others and, ultimately, a rich picture of the attitudes, needs or behavior of those
under scrutiny may be constructed based on the contributions of a range of people" (Shenton,
2004, p. 66). Participants were selected from a variety of school districts within the Midwestern
states. The interview questions were piloted with a female superintendent before use in the
interview protocol with participants. Drawing participants from various school districts provided
multiple experiences of the phenomena under investigation, strengthening the study's credibility
and findings.
It is also crucial for the researcher to ensure the participants' honesty (Shenton, 2004). In
this study, honesty was encouraged by using pseudonyms to protect identities, and rapport was
established to assist with the free sharing of experiences. As I was not associated with any of the
school districts or superintendents that are represented as participants in this study, there was no
conflict of interest which helped to encourage honesty. Additionally, participants had the right to
withdraw from the study at any time. Therefore, establishing strategies like using pseudonyms
and allowing participants to withdraw at any point in the study further enhanced the study's
credibility and findings.
There are other ways to enhance credibility as well, such as member checks and
debriefing sessions. In this study, participants were asked to complete member checks of the
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interview transcript. No changes were made from these checks. At the same time, I was also
involved in debriefing sessions and scrutiny of the project with my dissertation committee
members to allow fresh perspectives (Shenton, 2004). Beyond these measures, journaling was
completed throughout the project; providing thick descriptions of the phenomenon, and negative
case analysis were additional ways to support credibility (Shenton, 2004). Finally, by reflecting
on the information gathered and presented in my literature review, I compared my findings to
previous research (Silverman, 2000). Thus, attention to member checks, debriefing, scrutiny
sessions, journaling, thick descriptions, and negative case analysis further strengthened the
study's credibility and findings.
Transferability
By nature of a phenomenological study, there is a small number of participants connected
with specific environments. This raises concerns for transferability (Shenton, 2004). External
validity addresses the ability of one study's findings to apply to other settings and situations
(Merriam, 1998). Yet, other authors argue that transferability should not be disregarded
prematurely (Denscombe, 1998; Stake, 1994). Arguments have been made that the researcher
needs to provide enough detail to allow the reader to determine the degree of transferability to
other environments (Bassey, 1981; Lincoln & Guba, 1985). Therefore, thick, rich descriptions
were provided to assess and support transferability.
Dependability
Due to the nature of phenomenology, to meet dependability, attention to research design
and carry-out must be attended to (Shenton, 2004). There is a need to provide details of field
events and an evaluation reflecting upon the project's process (Shenton, 2004). This calls
attention to the need for journaling and specificity in the methodology so that the study could be
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replicated (Shenton, 2004). This also calls attention to the need for surveying to ensure the
selection of participants who have experienced negotiation. In this study, journaling assisted with
the audit trail, and a clear discussion of the measures and procedures has been provided for
dependability. The email sent out to female superintendents with the study information and
qualifications served as another dependability measure. It ensured that only those female
superintendents who had experienced negotiations participated. These measures taken together
served to strengthen the dependability of this study and its findings.
Confirmability
When considering confirmability, the researcher is exploring objectivity and must ensure
that the study’s findings reflect the experiences and ideas of the participants so that the results
are not the reflection of the researcher’s attributes and partialities (Shenton, 2004). To help
ensure this element, Miles and Huberman (1994) suggest transparency through reflective
journaling, while Shenton (2004) calls attention to the audit trail and triangulation. In this study,
I journaled, used bridling, and employed the Hermeneutic circle. An audit trail was also utilized
along with triangulation to the extent possible. All of these steps helped ensure the results were
not biased. It is through these steps that confirmability in this study was supported.
Summary
This chapter described the methodology for this Hermeneutical phenomenological study
on female superintendents' experiences associated with negotiation. Topics addressed included
the qualitative research design and rationale with the inclusion of defining features and
requirements. Specifics related to phenomenology and Hermeneutical phenomenology were
provided and connected to this study's theoretical and conceptual orientations. Information on the
researcher's role and the researcher's statement was also detailed. In addition, details associated
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with the study population, data collection, measures, data analysis, and ethical considerations
were provided. Finally, elements of trustworthiness, including credibility, transferability,
dependability, and confirmability, were addressed and connected to this study.
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Chapter 4
Findings
The purpose of this qualitative Hermeneutical phenomenological study was to develop
an understanding of how female superintendents in the field of education experience
negotiation through description and meaning drawn out of their lived experiences connected to
the process of negotiation. Female superintendents who led public school districts in two
Midwestern states, Nebraska and South Dakota, at the time of the study – who have either
elected to participate in or forego negotiations – were invited to participate in this study. This
chapter shares descriptions of those experiences. In addition, it also contains the six themes that
emerged from the data, including a detailed description of each theme.
Research Question
The following research question guided this study:
What are female superintendents' experiences of negotiating salary and compensation?
Demographic Information
Eleven female participants employed as superintendents and affected by the
phenomenon of negotiations were interviewed using audio and video recordings. For the
purpose of this study, each of the eleven female participants was engaged in leading a public
K12 school district in one of the two Midwestern states selected. The student population of the
participants’ districts ranged from approximately 176 students to 25,000 students. At the time
of the study, participants’ tenure in the position ranged from 4 to 18 years as a superintendent.
The total years of experience in the field of education for participants ranged from 16 to 39
years. Table 2 displays the demographic data for the participants. The table is arranged in
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descending order by years of experience with negotiations as a superintendent. Note:
Pseudonyms have been given to protect participants.
Table 2
Participant Demographic Data
Name
(Pseudonym)

Total Years in
Education

Total Years as
Superintendent

Years Current
District (Supt.)

Heather

33

13

2

Years
Negotiation
Experience
(Supt.)
13

Penny

35

11

4

11

Anne

17

10

10

10

Dee

24

8

4

8

Gina

22

7

3

7

Mira

30

18

18

5

Kelli

20

5

5

5

Betty

16

6

1

5

Jasmine

20

4

1

4

Cora

27

8

2

1

Laurie

39

14

10

0

I utilized member checks to assess the accuracy of the findings of this study. While all
participants were invited to review their transcripts, only one did so. The majority of
participants believed that I would accurately transcribe their interviews based on the recordings
made. Two participants were willing to review the findings and offer feedback. No changes to
the transcripts or findings were made following the member checks. Three additional
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participants expressed an interest in reading the findings for their benefit after the study was
completed. These member checks invited input from the participants, thereby allowing them to
“judge the accuracy and credibility” of the written report in connection to their experiences
(Creswell & Poth, 2018, p. 261). This process, therefore, allowed participants to play a critical
role as they are reflecting on the accuracy of the findings as presented, which enhances
credibility and validity (Creswell & Poth, 2018).
Findings
The clusters of meaning found during the analysis included topics of female
superintendent experiences; professional development; support and mentoring; negotiations and
pay; motivations associated with negotiations; worth and value; school board; challenges;
gender; questions; and social roles, norms, and stereotypes. A review of significant statements
was again completed by clusters to produce themes. van Manen (2014) offers insight that when
considering themes, they should simplify the ideas presented and describe the lived experience
being studied. Notations were also made to indicate if the experiences shared were connected
with Nebraska or South Dakota superintendents to aid in the analysis of any themes that may
arise in connection to a specific state.
In this study, six themes were identified in connection to the female superintendents’
negotiation experiences. Figure 1 visually explains the relationship between the lived
experiences of the female superintendents in relation to negotiations and the themes that
emerged from the data.
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Figure 1
Six Themes

I am a
Woman in a
Man's World
(Still)
Female
Leaders Need
Support Fim

Negotiating
for Myself is
Uncomfortable

Female
Superintendents'
Experiences of
Negotiation
Fairness is
Important

The School
Board Holds
the Cards
Experience
and Salary
Data are Key

Analysis of the data revealed these six themes are all elements of the participants’
experiences with negotiations. While the themes are representative of the participants’ lived
experiences in both states, there are differences between the states as well – most notable was
the availability of salary and benefits data through transparency or the lack of such.
It is important to note that context matters when it comes to negotiations within the
public educational system. There are inherent limits within the educational system. Namely, the
elected members of the school board have power when working within the confines of the
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school board meetings and exert such influence through voting. Furthermore, as public schools
are funded mainly through federal, state, and local funds, decisions are often financially driven.
As the school board governs the school, the use of resources is an important responsibility to
oversee (Phillips & Dorata, 2013). There is only so much money available, and fiscal
responsibility is taken seriously as sound management of funds is expected (Phillips & Dorata,
2013).
Theme 1: I am a Woman in a Man’s World (Still)
Beyond the duties associated with being a leader, the participants juggled other
challenges unique to being female – challenges often associated with social norms and
stereotypes. Across interview participants, there was a general concern about how they were
viewed as a leader. Considering that perceptions of the superintendent’s leadership abilities and
success in the position are directly evaluated and often tied to negotiations, this is a valid
concern. Areas addressed included acknowledging the role of gender (despite wanting to
remove it from influence), facing criticism, giving extra attention to appearances, and
navigating relationships.
Many of the superintendents in this study did not view their role differently due to
gender. Anne explained, “It’s an awesome responsibility not to talk about being female, but just
to show that you can dig in and get the work done.” Jasmine and Penny expressed the desire for
expectations to be the same regardless of gender and approached their positions as a job to be
done. Yet, Gina voiced concern regarding the number of women holding superintendent
positions in the state. She explained, “There are fewer candidates that are women… [F]ewer
interviews that are women [and] … fewer selections that are women.” Gina’s concern alludes
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to potential biases in recruitment as suggested by Superville (2017) and calls attention to the
gendered educational system, as noted by Maranto et al. (2019).
Female superintendents are in the minority, and that fosters challenges. Laurie
explained, “You do have to kind of figure out and read people a little bit better – how they’re
going to react to a woman that is … in charge of a district.” Mira recognized that some people
do not believe women should “be making that much” money. She faced a school board with
members “that did not feel like they needed to pay a female superintendent what men were
getting paid.” Jasmine also acknowledged the challenge of having to prove herself as a leader.
Laurie felt that things have improved for her “because I believe I’ve got a solid reputation
established.” Northouse (2019) calls upon empirical evidence that indicates how gender
stereotypes can influence the perception of how others view females in positions of leadership,
while Kugler et al. (2018) draws attention to how gender roles influence people’s expectations
of what others can and should do.
Despite working to demonstrate ability and professionalism, the participants still faced
criticism associated with their gender. Anne pointed out, “Stereotypes of what leadership looks
like can really affect you and affect others.” Cora explained that she has been told several
times, “You’re very direct,” and reflected, “I don’t think they’d tell a man that.” Dee shared
that she was told she needed “to be meaner.” Heather reported being told she wouldn’t get a
superintendent position because it is a male-dominated role. Then when she did earn such a
position, “the person who was there was mortified that [the board] had … hired someone who
was a woman.” She added that she was referred to as G.I. Jane. Mira admitted having
encountered being “called derogatory names” also. Stepping outside of the gender stereotypes
traditionally assigned has prompted social backlash where these women in leadership have
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faced criticism not directly in connection to their ability in fulfilling the duties but in
connection to their gender (Bernal et al., 2017; Cheryan & Markus, 2020; Chiefs, 2019; Eagly
& Wood, 2013; Ibarra et al., 2013; Kennedy & Kray, 2015; Meltzer, 2018; Maranto et al.,
2019; Reyes et al., 2021).
Appearances are also influential as the participants have stepped outside of the
traditional stereotypes and social norms ascribed to women. Anne admitted, “Being a female in
leadership… I guess it never occurred to me that it was a big deal. To some people, it is. I am
very cognizant of how I come off to people.” Anne continued, “I think it’s very important that I
dress … for my day and for what I expect.” She added, “I just have to adjust my presence, and
image is important.” On the other hand, Dee also shared her board’s discussion of a dress code
and how they reminisced about the heels and skirts teachers wore years ago. While none of
these participants have specifically been told how to dress, some shared that they knew of other
women who have been in that very situation. Bernal et al. (2017) highlighted professional dress
as well.
Positions of leadership require skill in navigating people and professional relationships.
Again, there are undertones of stereotypes and social roles at play within the participants'
interviews. While some participants acknowledged needing just a few close friends, who often
come from their professional network, others did talk about the role professional relationships
play in their leadership role. Dee addressed the need to have a core team “looking out for you,”
while Kelli valued a “handful of other female superintendents that really are my trusted peers.”
Gina admitted that it can get lonely at the meetings and stressed the need to “find people to
support you in the areas you’re less strong in.” While these insights support areas that
Fernandez et al. (2021) and Ibarra et al. (2013) recognized in connection to mentors or
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sponsors, they also call on the relational and communal nature of women (Eagly, 2020;
Seitchik, 2020).
Navigating professional relationships as a leader goes deeper, though. Dee explained,
“As a woman, you’re going to have to explain everything that you do,” while men seem to be
trusted more and not questioned. Dee further shared that there are areas her board does not trust
her with, which has prompted her to delegate responsibilities to compensate. Dee added the
need to coach delegates “as even though I let [them] be my voice, I have to coach [them] so we
are on the same page.” Such delegation and coaching take extra time and effort, as well as the
recognition of social roles and the need to navigate them strategically. Mira recognized that
while she has had a blessed career, “I have not been fully included” in her male counterparts’
conversations. In fact, four of the participants recognize the good ole boys club, with Dee
explaining, “I don’t go fishing or drinking, so I’m out of the loop.” Laurie expressed
frustration, “We are still invisible – and it’s frustrating!” Such recognition illustrates the
challenges stereotypes and social norms have created for women in leadership. Indeed,
perceptions of women’s knowledge and abilities have influenced others’ beliefs regarding their
competence, creating obstacles for women to navigate (Bernal et al., 2017; Ibarra et al., 2013;
Northouse, 2019).
There are also those relationships beyond the professional ones to consider –
specifically in connection to motherhood and the social roles most commonly associated with
it, and the impact it has on their leadership. While participants did not address regret at entering
the superintendency, for some, a sense of sadness could be heard in the interview. Anne
recognized that it is important for others to see her as a mother and acknowledged that “there’s
a reason there aren’t very many female superintendents with kids – it's not easy. It’s hard on the
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family. It’s hard on me. [There are] some times when I’m not the mom I wish I was.” Kelli
recalled walking into a local store under new management and hearing, “Oh, these boys do
have a mom!” She also shared how one of her children said, “I liked you better when you were
just a principal because you were home more,” and acknowledged the challenge of finding that
life-work balance as well as the benefit of a supportive husband. Gina echoed this, explaining
that there is a price when “you’re giving and giving and giving.” Time is sacrificed. Gina
continued, “It’s sacrificed to your family. It’s sacrificed to your kids….” While Barrosa and
Brown (2021), Fernandez et al. (2021), Parmer (2021), and Tarr (2018) identify motherhood
and related responsibilities as elements that pull women away from work, these superintendents
are recognizing the challenge and making sacrifices involving their families to meet the
demands of the position.
Theme 2: Negotiating for Myself is Uncomfortable
Considering negotiations allow access to improved resources, tasks, and compensation
(Reif & Brodbeck, 2014;

-

, it is critical to participate in the process.

Yet, seven of the eleven participants addressed difficulty with the process of negotiations.
Participants addressed topics associated with negotiation ranging from discomfort, the impact
of stereotypes and gender, and acknowledgment that it can lead to resignations.
Discomfort with negotiations is not uncommon, and participants were very candid in
their responses in connection to this topic. Dee does not consider herself “the best expert on
negotiation.” Cora admitted she is “not very good negotiator for myself.” Betty, Kelli, Mira,
and Gina all agreed that negotiations are not their favorite things. Gina shared, “I just hate
going through it, and I’m glad when it’s done!” These findings support Reyes et al. (2021) that
negotiations can be unpleasant.
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Yet, while these superintendents are uncomfortable negotiating for themselves, three
participants addressed a different feeling when negotiating for or with their staff. Heather
shared, “I like to negotiate for the teachers or with the teachers better than I do for myself.”
Penny voiced enjoyment in that experience as well. Cora admitted, “I’m much better at
negotiating for my staff and my principals.” Again, these findings are supported by prior
research as Bear and Babcock (2017), Kugler et al. (2018), Mazei et al. (2015), and Schneider
(2018) all address the communal or other-focused viewpoint that assists women when
negotiating, as it fits more closely with their social roles.
There is more to this discrepancy. The participants shed light on this as well. Betty
explained, “I don’t want to appear or … give people a perception that I’m needy or feel that
I’m worth more.” She continued, “I don’t want to draw attention to myself.” Mira expanded on
this thought: “I think one of the hardest things you can do is talk about yourself… It’s
uncomfortable when you have to talk about yourself and be promoting yourself.” Dee added
there is a “need to justify yourself and sell yourself even though we’re not raised to believe it.
We are raised to have … humility.” Anne also echoed the need to “try to be incredibly
humble.” Betty acknowledged the feeling of awkwardness when “asking for that raise.” Gina
shared, “It makes me feel like I’m begging for more when I’m happy with what I’m getting.”
While the participants expressed discomfort about talking about themselves and the
discomfort of asking for a raise, Reif et al. (2019) suggests that women need to look at
negotiations as an opportunity for open discussion. Chiefs for Change (2019) highlights the
need for confidence when negotiating as well. Yet, caution must also be taken to recognize
one’s worth so as not to undervalue it (Fischer & Bajaj, 2017; Harvard, 2019; Kay & Shipman,
2014; Schneider, 2018). Knight (2017) draws attention to making sure the salary reflects the
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skills and knowledge possessed as well as fair market value – even if the salary offered would
support a comfortable lifestyle. Again, extensive research ties to these experiences of the
impact of norms and stereotypes, social backlash, and the sense of not belonging (Bernal et al.,
2017; Bien et al., 2018; Cheryan & Marcus, 2020; Kugler et al., 2018; Northouse, 2019; Wynn
& Correll, 2017).
Beyond the discomfort that negotiations can create, this process brings about more
questions for the female superintendents. While more than one participant addressed the need
to remove gender from the table and focus on the job, gender still surfaced. Dee asked, “Would
my gender make a difference in my salary? Can I negotiate for more?” Betty shared, “I feel like
I have to … advocate a little bit more and have to push harder. I have to fight a little bit more.”
Gina recalled, “There were times earlier in my career as a superintendent that I felt too much
like I had to defend when I was asking for the money I was asking for.” Dee also remembered
that someone once told her that her gender would make a difference in her salary. Gina shared
an example, “I do think that some thought I was going to be cheaper, and not necessarily
because I was younger and … newer to the profession – but because I was a woman.” Laurie
echoed experiences where others were “not giving me the same type of attention as ...a male
counterpart” received. She expounded on the impact she felt gender had made in her
experience, saying, “Maybe my credibility or even skillset was overlooked.” Gina
acknowledged that others “may need a little more time to accept you.” Mira added that she felt
her gender also impacted the negotiation process early in her career. Yet, she continued, “I
think your performance and the skills that you bring to the district, your knowledge of the
district, and all of that outweigh that – eventually.” Gina wondered, “Just because there are
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fewer of us… maybe it takes a little more effort to be seen in that more serious role or to be
taken a little bit more seriously.”
These comments associated with gender as shared by the participants connect to past
research also. For example, Gullo and Sperandio (2020) and Seitchick (2020) found that
expectations associated with gender influence people’s thoughts and behaviors. In turn, Eagly
and Wood (2016) draw attention to how society supports or approves behavior associated with
gender roles. Finally, Eagly (2020) addresses how stereotypes impact women’s leadership
success beliefs.
Challenges associated with negotiations also led to some superintendents’ resignations.
Jasmine candidly explained, “There is only one way to get a raise sometimes – pack your
bags.” For one participant, her resignation followed the school board’s reluctance to raise her
pay, as the data suggested. This superintendent recalled how a board member asked her, “Do
you know how much it’s [going to] cost to replace you?” She replied, “Yes, I do. Those are the
numbers I give you every single time [we] negotiate. That’s why I’ve been fighting with you to
give me the appropriate raise!” Another participant who left a district following a contract
negotiation experience explained, “It got down to negotiating for my contract and the level of
… disrespect for my job and what I was doing, and I even said to a board member, is it because
I am female?” Betty explained the role experience plays. “I knew exactly where I was willing
to be within [regarding the salary range] … felt less desperate… [and] had a little more power
to make that decision as opposed to just take whatever they offered.” These women seemed to
recognize the impact low pay can have over time on one’s career, as highlighted by DePaul
(2020), and acted to make changes to benefit their circumstances. Additionally, Card et al.
(2016) draw attention to negotiation differences associated with gender and incomes.
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Theme 3: The School Board Holds the Cards
The process of negotiation involves two parties. For the participants in this study, the
other party was the school board and its members. The negotiation experience is as varied as
the school boards with whom superintendents negotiate. It is through negotiation that a
superintendent’s contract is developed and finalized, but the relationship with the board is very
impactful on both the process and the outcome. The participants shared experiences associated
with poor and positive relationships and further stressed the value of that relationship to how
they approach negotiations with their school board.
Heather explained, “You have your own contract. It’s between you and the board what
that contract looks like.” Cora added, “If they want to keep somebody and they offer … extra
money, it makes it tough to leave.” Kelli pointed out that the process of negotiating “is such an
opportune time to really show people how much they appreciate you.” Laurie shared, “I’m
pretty excited when that time comes around. I hope that whatever I’ve done up to that point in
that school year, that the board recognizes it as I’m working hard and am continuing to move
the district forward.” She continued, expressing hope “that they’re willing to give me
compensation that rewards and recognizes what I’m doing.” These statements support the
assertions by Northouse (2018) that women are less likely to self-promote. When considering
the negotiating strategies of Marks and Harold (2011), attention is given to the judgment of the
other party, which fits the accommodating strategy.
For some, that relationship with the board has led to positive negotiation experiences.
For example, Laurie shared, “I really have never negotiated for my contract. [The school
boards] have paid me well – to the point where I want to keep a very great relationship with my
board.” Laurie continued to explain, “I’m being paid better than most, but again, I have a
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doctorate. I’ve got some experience. I think they pay me well because they don’t want me to
leave.” Kelli shared how her board is adamant about transparency and will provide the best
offer first but has also become more generous each time. Anne shared the unique experience
when her board “wanted to move me higher … and I told them we can’t do that with our
budget.” She expressed satisfaction with the salary she proposed, saying, “That’s enough,” and
moved attention to her administrative team. Mira felt fortunate “to have people that I trust and
that I believe will represent me well” on her board. Again, a review of the negotiation strategies
identified by Marks and Harold (2011) suggests that accommodation is used with the noted
concern for others and attention to relationships.
Other women have not had such positive experiences with their boards. One participant
addressed how rural areas may have more old-fashioned views and how those board members
will be the ones that provide pushback. Mira stressed the importance of listening and “trying to
get a feel for how they were.” She shared, “I think that’s when I started noticing … the gender
differences, how it wasn’t outright spoken.” Heather acknowledged that she has “had a couple
of board members who may have thought that a woman’s role wasn’t in the superintendency.”
Mira shared that in her experience, there were board members “that did not feel like they
needed to pay a female superintendent what males were getting paid.” Dee supported this view,
explaining, “If I were a man, they’d have no problem – We’ll give you the money. You’re
worth it.” She went on to express frustration, saying, “I’m working hard, and that’s what I’ve
had to tell them. I really had to sell myself.” Others have recalled other challenges associated
with their gender. One participant admitted she was not comfortable asking for a raise from one
board. These experiences are reflected in the literature as well, most notably connected with
norms and stereotypes (Mazei et al., 2015; Seligman et al., 2018).
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Relationships with the board are essential. Mira talked about her process of strategizing
with the board President “to ensure that I’m getting an equal shake. And then to be able to
allow him to speak on my behalf to the board prior to any agreements being made.” Dee
stressed the need to be willing to explain to the board what they are getting and remind them of
all the things that are getting done because she is in that position. Mira approached things
differently, saying, “I like to go in and say, you know I really appreciate the support and
everything… This is what I feel would be appropriate next year.” She continued, stressing to
make “sure that they’re clear about what they are paying for.” While the dynamic of a board
can change with an election, that change can also influence the negotiation experience. Mira
shared that when an educated woman in a leadership position came on the board, “It made my
negotiation much more fluent and engaged.” Referring back to Marks and Harold (2011), these
examples connect with collaborating as there is influence associated with each party involved
and accommodating due to the attention to relationships.
Theme 4: Experience and Salary Data are Key
Experience and availability of resources such as salary data make a difference in how
one approaches negotiations. Several superintendents addressed how the first year was different
from later years in connection to their approach. Betty explained, with that first job, I was “so
thankful to get the opportunity… just whatever you [the school board] want that’s good
enough. Now I better understand the whole system.” Gina shared, “I was just so happy to get
my first job and excited about that raise.” She pointed out a significant change in pay from a
principal to a superintendent, but one may not recognize the workload that goes with the pay
until you experience it. She continued, saying, “That first experience [of negotiating], you don’t
quite know what you’re doing, whether it’s a fair contract or not versus what you were doing
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before. Moving from principal up to superintendent is a big increase no matter what, so you’re
looking at the bottom line.”
Inexperience is not helping this situation for women entering their first superintendent
position. Research again sheds light to support the findings of this study. While Fischer and
Bajaj (2017) address the impact of women’s beliefs connected with financial need to determine
if they will negotiate, Miller and Miller (2002) call attention to women’s beliefs associated with
luck in landing a position and fearing risk which may jeopardize the offer. Yet, Toosi et al.
(2019) draw attention to the importance of that initial negotiation for salary and long-lasting
effects from the economic standpoint.
In education, data is quite frequently sought after and analyzed for a variety of
purposes. Within this study, there is a discrepancy between the two states regarding how they
report superintendents’ pay and the availability of such data, which relates directly to
transparency. The participants shared their experience of accepting that first contract and were
able to address how their lack of experience and lack of data access could have been impactful.
A closer look between the two states in connection to salary transparency and the impact on
participants’ experiences with negotiations is also explored.
Nebraska Superintendents’ Experiences. Nebraska's Superintendent Pay
Transparency Act places stipulations and expectations regarding publishing superintendent
contracts (Gessford, 2014). Access to such contracts could allow for data analysis and potential
use of such data to become talking points during negotiations. This data is gathered into a
spreadsheet that provides salaries, benefits, and days of the contract, among other things, to
allow for comparability studies. Superintendents draw upon this readily available information
in various ways to help them prepare for negotiations. In addition, some participants reported
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that there are districts that used law firms or private companies to draw up comparison studies
for use during negotiations.
The Nebraska superintendents referenced access to data heavily. One superintendent
shared that negotiations can be tense times, and she felt concerned about “What to say, what
not to say. What’s appropriate to say and what’s not appropriate to say.” Yet, when using this
data, the superintendent suggested, “Just look at the numbers. Don’t get into all the fluff… That
can really alleviate a lot of problems with negotiations.” By relying on the data, a
superintendent felt “it just makes the process go a lot easier because [the board knows] you’re
trying to do what’s best for everybody.” Another superintendent agreed, saying, “I usually
collect all these data points… and I share that with the board prior to negotiations.” Another
superintendent suggested that being data-driven allows the board to see the “fair market value
for the work that you’re getting.” Another explained that the numbers allowed her to justify
whatever request she would take to the school board. Use of data as described fits Marks and
Harold's (2011) collaborating strategy in negotiation as it addresses the concern of both parties.
Many participants stressed the value of the data by staying away from the emotional
side. One superintendent expounded on this, explaining, “I prefer everything to be based on
data and less on … intangible statements that are really difficult to prove.” There is value to
having resources that provide useful data. As one superintendent summarized, “Now I have the
resources to get the numbers that I need to use … to help me negotiate – knowledge…
experience in the job… I have more tools to bring to the table.” Another participant recognized
that her inexperience as a first-year superintendent allowed the district to “have me for really
cheap labor.” She continued, explaining that moving forward, we “brought the actual numbers
and wanted to be at the … middle range. It was two months of back and forth at board
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meetings” as they worked to find an agreeable price point. She admitted that even with the data
for support, this experience was “quite painful.”
South Dakota Superintendents’ Experiences. While South Dakota requires
educators’ pay to be published, it does not have as robust a policy as Nebraska. The School
Administrators of South Dakota create a Salary Survey, which gathers self-reported pay then
shares this information with its members.
Three of the superintendents addressed the use of data in driving their negotiation
process. Two superintendents stressed market value, as well as gathering and analyzing data
reflective of their district’s size. There was also mention of transparency. For example, one
superintendent gathered district-specific data and used the daily rate as the basis for her
negotiation. She shared, “The only reason I went into negotiation was because I had a black and
white [the data].”
Some superintendents expressed concern or questioned the fairness of their
compensation. One asked, “Where do I fit as far as negotiating for myself?” Another explained
that one of the most significant barriers to salary negotiation “is knowing what to ask for.”
While others are around to ask, she added that her male peers keep things “pretty close to the
vest on some of their strategies.” In an attempt to find some answers, one superintendent
logged onto the Salary Survey “to see where I’m at with pay, but I don’t always know what that
is because every district pays so differently.” Another participant shared that she cannot go into
the negotiation process emotionally. She needs to have the mindset that she “might have to look
for another job.”
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Theme 5: Fairness is Important
It is often said that fairness is a state of mind. Yet, for the participants in this study,
fairness is sought after. When it comes to negotiation for salary and compensation, these female
superintendents measured fairness by the numbers, their experience, and their credentials. They
also recognized that a variety of other factors are impactful. While there are different elements
that may be placed on the scale to help tip or balance it regarding fairness, finding a balance
that is interpreted as fair is the goal – and that concern for fairness was for both parties
involved. Among the participants, there have been both positive experiences and negative
experiences. Yet, even when exploring the issue of fairness in connection with negotiations,
participants also brought up their comfort level in negotiating as well as differences within their
male counterparts’ contracts.
Fairness, while an element that is highly sought after, is elusive. All but four
participants specifically mentioned fairness as a concern connected with negotiation. Heather
explained that some of the influential elements on one’s contract are the “predecessor, your
credentials, experience, and market value.” Jasmine added it is through “experience [that] you
start understanding your worth.” Gina pulled no punches when talking about contracts and
negotiation as she stated, “It just needs to be fair. It just needs to be comparable.” Gina further
explained, “My goal is to be fairly compensated for what I’ve accomplished, for how satisfied
they are with how I’m doing my job, and for someone with my credentials to be making.”
One aspect of fairness addressed is the balance struck for the benefit of the school and
the superintendent. Anne has asked her board “what they believe is fair based on what I’m
producing for them and what the market is asking for.” Jasmine explained that she looks “for
that fairness in what you do for the school and what the school pays you.” Jasmine added the
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data needs to be accurate as it makes the whole process “go a lot easier” as everyone is “trying
to do what’s best for everybody.” Anne shared that she’s had to say, “I don’t think you
should… go that high. I’m good where I’m at, and it's fair.” She added, “My personal
motivation is to be fairly compensated while the community and the board do not think I’m an
overpaid, underworking slouch.” She further recognized that there is a fine line to maintain that
balance. Cora highlighted the value of compromising as she successfully used that strategy
when a board was concerned about the financial bottom line. She was able to adjust her
contract in other ways as compensation. Most of these statements support Marks and Harold’s
(2011) collaborating strategy with attention to both parties, but Cora’s ties directly to
compromising.
Several participants discussed experiences where they felt they were treated fairly by
their boards during the negotiation process. For example, Cora stated most of her boards have
been generous and treated her fairly overall. She added, “I’ve taken what they’ve offered –
except [for the one time] where I started looking at daily rates.” Jasmine shared she is
“perfectly happy just because of the school I was coming to” and added that she felt they were
treating her fairly after reviewing the data. Another superintendent shared that there have been
many times where the board has “given me more than I’ve asked for.” Laurie mirrored that
statement when she shared, “I have never asked for more pay, and whatever the salary is, my
salary is more than the [the others’ salaries in the] conference.” These examples, as described,
fit Marks and Harold's (2011) accommodating strategy in negotiation as it addresses the
acceptance of the offer without debate and as it connects to relationships.
Others believed they that had experienced unfair treatment. This belief had prompted
some to negotiate when they actively had not done so before. For example, Cora candidly
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shared that she has only asked for one raise, and this request had been “based on what others
are making” as she was requesting to, at minimum, match the daily rate of other male
administrators within her district. Another superintendent shared that it “took a lot of
convincing,” and she “had to pull a lot of data” for the board to recognize that they were behind
in her pay.
For others, concern regarding unfair treatment caused them to leave the district. A
superintendent shared, “The [male] superintendent before me worked half-time. I got paid the
same amount he did [for working full-time]. The superintendent that followed me is paid
considerably more, and he’s male. I question that.” Another participant did her research and
“had asked for the average. [While the male] principal who was demoted got the average, [the
board] would not give me the average – and they were going to make me do even more work!”
These experiences support the literature addressing discrepancies in earnings by gender
(AASA, 2021; Barroso & Brown, 2021; Catalyst, 2021; Kugler et al., 2018) as well as in
gender inequality (Parmer, 2021). While there was an attempt to reach an agreement based on
data, these examples are connected with Marks and Harold’s (2011) competitive strategy.
For some of these women, the only way to rectify their situation was to move on. Yet,
even when moving to another district, some questions are raised. For example, one participant
was hired on an interim basis, but the two male predecessors before her “were given two to
three-year contracts.” Dee shared, “Every job that I left, they’ve paid my predecessor more
than they paid me,” and it was “a lot more, so that’s tough.” But, she continued, “That’s
motivated me to make sure that I’m … where I should be on the pay scale in comparison to my
male counterparts.” Again, these experiences support the literature addressing discrepancies in
earnings by gender (Barroso & Brown, 2021; AASA, 2021).
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Another challenge emerged – comfort level. Gina explained, “If you’re middle of the
road or there’s lots of room for improvement, I would feel less comfortable asking for what I
felt was fair.” She continued, saying, “If they’re happy with what I’m doing, it makes me a
little bit more comfortable saying … we’re behind the curve here.” Betty shared, “I never want
to ask for more than what everyone else already has – and so that’s probably where I struggle
the most.” Kelli admitted, “I don’t want some exorbitant amount more than what the teachers
get, and I’m completely happy with that.” She continued, “I’ve never thought that I deserve
more than what [the board] gave me, but I would probably take less because they are so
supportive.” Betty shared, “I don’t want to … be perceived that I’m not thankful.” Cora’s level
of discomfort with one of her boards ultimately prevented her from actively entering
negotiations to ask for a salary increase. Babcock and Laschever (2003), Fischer and Bajaj
(2017), Odell (2020), and Reyes et al. (2021) all call attention to the value of relationships for
women and the impact fear of harming these relationships have on negotiations.
Women also discussed what they might know about their male counterparts’ contracts
and negotiations. For example, one superintendent expressed amazement in what their male
counterpart received and asked, “How do they talk somebody into that?” This ties into
Northouse’s (2019) acknowledgment that men readily self-promote and negotiate as well as the
finding of Fischer and Bajaj (2017) that women may not recognize some of the elements up for
negotiation.
Theme 6: Female Leaders Need Support
It is recognized that female superintendents are in the minority – holding 24% of the
positions nationwide, according to the AASA survey in 2010 (Enfield & Gilmore, 2020, para.
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5). Gina simply asked, “Women, where are you?” When questioned about support, many of the
participants addressed the value of mentoring along with professional development.
Mentors are not new within the field of education, and some of the participants have
directly benefitted from a mentor. Some of these mentors came from a network of women,
while others were well-respected males in the educational field. Kelli shared that her male
mentor “was able to provide what to expect and how he has done it.” Several women
recognized the benefits of a strong mentor or role model. Gina, Heather, and Mira all expressed
a desire to help aspiring leaders as they have been supported. Gina also wondered what support
could be provided at the state level to bolster a mentoring program through more structure and
attention to the process. Research recognizes that mentors serve as role models and support
others early in their careers (Chiefs, 2020; Fernandez et al., 2021).
Beyond mentoring, discussion regarding professional development was also addressed.
While these women are all well-educated and hold the highest leadership position within a
school district, they recognize the need for general or specific professional development. Kelli
shared her knowledge of an annual negotiations training she attends that is put on by one of the
organizations she belongs to. Yet, there is a need for further professional development. Cora
suggested professional development on how the genders look at things differently, while Mira
would welcome training on navigating stereotypes. Dee would appreciate information on “what
to ask for.” Betty suggested professional development on data usage for negotiations and
general negotiation skills. All recognized that general or specific professional development is
both vital and helpful. However, as Anne cautioned, one must critically examine it to take out
the pieces that can be used while still being yourself.
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Meltzer (2018) stresses the need to have access to leadership experiences, while Chiefs
for Change (2019) highlights opportunities through professional development and informal
activities. Gina admitted that such professional development associated with negotiations
“would have been very helpful” early in her career. Laurie recognized the value of knowledge
as “the more you know, the more you know.” These various requests and insights tie back to
the advice to acknowledge their worth in comparison to others and learn what is and is not
negotiable (Fischer & Bajaj, 2017) while also supporting education (Ibarra et al., 2013) and
programming for skills in leaders (Seligman et al., 2018; Ibarra et al., 2013).
Theoretical and Conceptual Frameworks Analysis
I viewed this hybrid phenomenological study through the theoretical framework of
social role theory and the conceptual framework of negotiation. By utilizing other theories or
lenses to view the phenomenon being studied, I broadened the view beyond the Hermeneutic or
interpretive framework. These additional frameworks were intended to help interpret the
themes that emerged.
Theoretical Orientation of the Study: Social Role Theory
Elements of social role theory show up in each of the six themes presented in the
findings. In connection to the theme, I am a Woman in a Man’s World (Still), participants
addressed gender, stereotypes, gender roles, and social norms. Participants spoke candidly of
the challenge of proving themselves as leaders because they were women and mentioned
strategies to adapt to perceptions and expectations of others. They also faced bias via
stereotyping in relation to the amount of money others thought they should earn and criticism
for stepping outside of the social norms and gender roles associated with being female. Some
addressed the challenge of the job in connection to motherhood as well.
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Regarding the theme, Negotiating for Myself is Uncomfortable, participants talked
about social roles, stereotypes, and gender. In addition to expressing discomfort with the
process of negotiations and advocating for themselves, which goes against the communal
expectation of women, participants expressed that negotiating for their staff was easier than
negotiating for themselves, which connects to the relational aspect. Attention to gender as it
relates to compensation was also explored as it is influenced by societal stereotypes and social
norm expectations associated with labor and role.
Within the theme, The School Board Holds the Cards, participants again addressed
gender, social roles, and stereotypes. Participants noted the value of strong relationships with
the board and acceptance of or desire for board recognition for their work. Also addressed was
a sense of discomfort in asking for a raise or actively negotiating for themselves. The aspect of
relationships was very impactful as it affected the approach to negotiations. Again, these
women faced others’ social role bias associated with the position they held, often causing
conflict to arise during negotiations. Some participants shared strategies they have adapted for
success within the process of negotiations when navigating board relationships.
In connection to the theme, Experience and Salary Data are Key, social roles and
gender were again mentioned by participants. When recalling their first negotiation as a
superintendent, participants indicated they were excited about the career opportunity and did
not push for higher pay. Experience in the position afforded them the knowledge and power to
navigate subsequent negotiations with a higher level of self-advocacy. For those with access to
salary information due to established transparency policies, published compensation rates
provided a base from which fair compensation negotiations could be approached, allowing for
proactive interaction with negotiating authorities.
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When addressing the theme of Fairness is Important, gender, social roles, and
stereotypes were brought up. Participants who approached negotiations with a focus on their
market value correlated compensation to the level of effort associated with their performance in
the position. Some participants did not pursue active negotiations addressing the value of
relationships with their boards. Others acknowledged their comfort level or discomfort with
their boards as impacting their actions within negotiations.
Finally, when considering the theme, Female Leaders Need Support, participants’
responses addressed gender and stereotypes. The participants expressed interest in learning
more about the differences in how males and females experience and navigate stereotypes.
Professional development and resources associated with these areas would provide women with
knowledge and understanding that could be drawn on during the negotiations process.
Recognition that social role theory is so pervasive in this phenomenon is indicative of
its importance and impact on the female experience of negotiation. Female superintendents
have taken a position that may be in conflict with social expectations of labor in connection
with gender and societal values and ideas held in connection to gender roles. Women are faced
with navigating expectations associated with role multiplicity as they balance the duties of the
job with how others view and interact with them through the lens of gender.
Conceptual Orientation of the Study: Negotiation
Some participants mentioned aspects of the negotiation process and shared evidence of
using different conflict management strategies as described by Marks and Harold (2011). For
example, aspects of the process of negotiation that were described included communication and
the degree of willingness to communicate about a topic that is of interest to both parties.
Furthermore, within five of the six themes, evidence of negotiation strategies was also present.
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The strategies drawn upon by the participants varied. In the theme, Negotiating for
Myself is Uncomfortable, participants shared examples that can be connected to the strategies
of competing, as some participants left a district when an agreement could not be reached.
When considering the theme, The School Board Holds the Cards, there were examples of
accommodating, collaborating, and avoiding strategies. Participants used accommodation
strategies when accepting the board’s offer without using self-promotion tactics. The strategy
of collaborating was highlighted in some participants’ strategies as they described working with
the board during negotiations and active engagement in conversations about salary. The
strategy of avoiding was highlighted when a participant recognized her lack of comfort in
addressing the board regarding a salary raise.
In connection with the theme, Experience and Salary Data are Key, participants shared
examples that can be categorized as accommodating, collaborating, and competing. Some
participants acknowledged that they did not actively negotiate compensation upon accepting
their first position, rather, they were grateful to have the opportunity, which reflects the strategy
of accommodating. The strategy of collaborating was evident in instances where participants
utilized data to provide a level of fairness for all involved in the negotiation. Competing was
identified as a strategy with the recognition that failed negotiation would necessitate looking
for a new job.
When considering the Fairness is Important theme, participants provided examples
associated with collaborating, accommodating, compromising, competing, and avoiding. The
discussion addressing the needs of both the board and the superintendent reflects the
collaborating strategy. Participants’ attention to the relationship with the board and or the
acceptance of an offer without debate supports the accommodating strategy. Compromising
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was displayed when a participant offered an alternative to a salary increase. The competing
strategy again reflects a failed negotiation that prompted the participant to leave the district.
Avoiding was demonstrated through the discomfort that led participants to not engage in
negotiation. Finally, when exploring the theme, Female Leaders Need Support, there was
mention of the need for professional development that addressed negotiation in general with no
specific examples or mention of specific strategies.
As there is evidence of all negotiation strategies present, it is clear that female
superintendents are drawing upon negotiation strategies. It is not surprising that the
collaborating strategy was widely drawn upon by participants considering the relational aspect
and other relevant elements of the social role theory in play. In listening to the participants,
their use of negotiation strategies was dependent on such things as comfort level, board
relationships, experience, access to salary data, and the perception of fairness. However,
saturation has not been reached for sufficient analysis of negotiation strategies, and thus results
should not be overgeneralized as further research in this area is needed.
Feedback from Member Checks
Both women who served as member checks addressed appreciation for having an
opportunity to gain the information provided and read other women’s perspectives of their role
as superintendents. One of the participants who completed the member check shared, “I didn’t
realize that there were so many of us feeling the same way and having the same issues.” She
added, “This makes me wonder if there are other areas of concern that we all have in common
within the position.” She acknowledged that the topic of negotiations “will continue to need
extra support and resources.” Her comments highlight the need for women to have the
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opportunity to visit with each other and share their experiences, perspectives, challenges, and
lessons learned.
Summary
This qualitative Hermeneutical phenomenological study’s data analysis process focused
on the research question: What are female superintendents' experiences of negotiating salary
and compensation? Six themes emerged from the data analysis process. These themes and a
brief description are provided here. The first theme, I am a Woman in a Man’s World (Still),
addresses participants’ experiences of leadership, the influence of appearances, the role of
relationships, and the impact of stereotypes. The second theme, Negotiating for Myself is
Uncomfortable, addresses discomfort with negotiations, the influence of gender, and challenges
encountered that led to superintendent resignations. The third theme, The School Board Holds
the Cards, addresses board relations, the impact of gender norms and stereotypes, and
negotiation strategies. The fourth theme, Experience and Salary Data are Key, addresses the
difference between initial and later negotiation experiences in connection with salary data and
the differences between data transparency in the two states. The fifth theme, Fairness is
Important, addresses fairness, board relations, the impact of gender, and the use of data. The
sixth and final theme, Female Leaders Need Support, addresses mentoring and professional
development. The data were also analyzed through the theoretical framework of the social role
theory and the conceptual framework of negotiation.
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FEMALE SUPERINTENDENTS AND NEGOTIATIONS: A PHENOMENOLOGICAL
STUDY OF THE INFLUENCE OF GENDER IN THE MIDWEST

In this qualitative study, the researcher examined 11 female superintendents’ experiences
of negotiations. Six themes emerged from the semi-structured interviews: I am a Woman in
a Man’s World (Still), Negotiating for Myself is Uncomfortable, The School Board Holds
the Cards, Experience and Salary Data are Key, Fairness is Important, and Female
Leaders Need Support. Recommendations are provided to bolster support and preparation
for women’s participation in negotiation. Recommendations are also provided for future
research to continue the exploration of female superintendents’ experiences of negotiations.
Keywords: leadership, female superintendents, negotiation, gender, salary, compensation
Introduction
While various elements influence employment compensation, including experience and
qualifications, the process of negotiation is undoubtedly a key factor. Through negotiations,
candidates bargain for access to opportunities and resources (Northouse, 2019). Literature
reviews indicate that women engage in negotiations at a much lower rate than men (Fischer &
Bajaj, 2017; Kugler et al., 2018). Yet, women who participate in the act of negotiation make
decisions to behave outside of their typical female gender role, thereby opposing their genderbased identity and running the risk of social backlash (Kugler et al., 2018; Schneider, 2018;
Williams & Tiedens, 2016). According to Kugler et al. (2018) and their meta-analysis of the
literature associated with gender differences in negotiations, the impact gender has on
negotiations further highlights the inequality by which resources are distributed among males
and females while reinforcing the concepts of the glass ceiling and the gender wage gap.
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Salary discrepancies between females compared to their male counterparts begin at the
start of their careers and continue to grow over the years of employment (Blau & Kahn, 2017).
Results of the 2020-2021 American Association of School Administrators (AASA) national
survey indicated the base salaries of superintendents reflect the discrepancy between the earning
power of males and females. Female superintendents reported their median salary as $127,961
compared to the male superintendents' median salary of $157,000, with ranges from $65,000 to
$223,000 for females versus $102,000 to $345,000 for males (2021, p. 26, Table 2.2).
The Female Experience in School Leadership
Women entering the superintendency do so later in their careers than males (Robinson et
al., 2017). Furthermore, the number of women in the superintendency does not reflect the
number of women qualified to hold the position (Rodriguez, 2019; Tarbutton, 2019). An answer
to this discrepancy is that biases influence candidate recruitment, and stereotypes regarding
women’s capacity to be successful leaders are still prevalent (Superville, 2017). In addition, it is
argued the United States’ educational system has a gendered career system that favors males
over females in connection to leadership roles (Maranto et al., 2019). Finally, females in the
superintendent position face the social issue of gender inequality as the treatment women
experience is still different from the treatment of men (Gresham & Sampson, 2019).
Women, Negotiations, Salary, and the Gender Pay Gap
Northouse (2019) draws attention to a difference between women and men, explaining
that while men readily self-promote and negotiate, women are much less likely to do so. It is also
suggested women have lower pay expectations than their male counterparts, do not negotiate as
strongly, and as a result, accept lower outcomes (Mazei et al., 2015). The likelihood of
negotiating and the outcomes achieved on wage-setting arrangements can be very impactful
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(Blau & Kahn, 2017). This is significant as it is through negotiations that leaders gain access to
opportunities and resources (Northouse, 2019). Through negotiations, one may profit in ways
that include improving salaries, benefits, and careers, while not taking advantage of a negotiation
opportunity even once can be detrimental (Kugler et al., 2018).
Studies have also found that gender disparities in pay over a lifetime are closely
connected to starting salaries (Toosi et al., 2019). Failing to negotiate the initial salary is so
significant and challenging to overcome that it has been argued the wage gap between the
biological genders is primarily due to discrepancies in entering salaries (Babcock & Laschever,
2007). Therefore, women need to negotiate from an economic standpoint alone (Toosi et al.,
2019).
The gender wage gap is ascribed to females’ behavior to negotiate less regularly and less
effectively than their male counterparts (Kugler et al., 2018). The differences associated with
gender are influential in connection to negotiation behaviors and are also associated with the
wage gap between the sexes (Catalyst, 2021). When acknowledging females’ careers over their
lifetimes, the ripple effect associated with the outcomes of negotiations cannot be overlooked
(Pardal et al., 2020). Recognizing the impact gender differences have on negotiations helps
highlight the inequitable allocation of funds between males and females while reinforcing
concepts including the glass ceiling and the gender wage gap (Kugler et al., 2018).
Theoretical and Conceptual Frameworks
Based on the literature review, one theoretical and one conceptual framework was used to
guide this study’s data collection and interpretation.
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Theoretical Framework: Social Role Theory
Social role theory supports the ideas about gender roles that develop from how labor is
divided and the influence of behaviors through psychological and biological means (Eagly &
Wood, 2013). Gender roles, or “the set of expectations and norms … associated with being a
man or a woman,” are very significant (Bear, 2011, p. 50). This theoretical framework is
comprehensive and can study gender differences in many areas, including negotiations (Kugler
et al., 2018). Social role theory can predict differences in negotiations and results due to gender
(Kugler et al., 2018; Mazei et al., 2015).
Conceptual Framework: Negotiation
Caputo (2019) explains that negotiation is an opportunistic process whereby decisions are
made between parties with different points of view and thus possibly conflicting interests. While
the parties are not guaranteed a successful outcome, they enter this exchange based on the chance
to reach an agreement through communication and interaction of giving and taking, usually
involving tangible and intangible resources. Ideally, the negotiating parties cooperate by giving
attention to their differences of interests, providing adequate information to each other, and
interacting collaboratively to allow an opportunity for success on both sides.
Marks and Harold (2011) explain that when one considers engaging in negotiations, she
draws upon a plan of action or a strategy to guide the process, including various tactics to
approach the process. Drawing upon previous literature, the authors examine five negotiation
strategies connected to conflict management: collaborating, competing, accommodating,
compromising, and avoiding. Collaborating is a problem-solving strategy with consideration and
emphasis on both parties’ outcomes and reaching an agreement that fits both parties’ needs.
Competing is based on domination where one has high concerns about self but low concerns
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about others. Accommodating is associated with yielding as one demonstrates less concern for
self and more concern for others and might be advantageous when focusing on lasting
relationships or when negotiating from a lower power position. The compromising strategy uses
giving and taking to reach an agreeable outcome somewhere in the middle. Finally, avoiding is a
strategy that shows little concern for either party and sidesteps the situation.
Purpose and Rationale for the Study
While studies associated with gender and negotiations have focused on the process or
outcomes of the negotiation, little is known about how women experience the process of
negotiation for salary and compensation. This study proposed a phenomenological view of
female superintendents’ experiences associated with negotiation. Creswell and Poth (2018)
explain that this exploration through qualitative research allows for a deeper understanding of a
complex issue allowing for an opportunity for further insight into “the process that people
experience, why they responded as they did, the context in which they responded, and their
deeper thoughts and behaviors that governed their responses” (Creswell & Poth, 2018, p. 46).
The purpose of this qualitative Hermeneutical phenomenological study was to develop an
understanding of how female superintendents in the field of education experience negotiation
through description and meaning drawn out of their lived experiences connected to the process of
negotiation. Researchers use Hermeneutic phenomenology to study the lived experience to get to
the essence and thoughtfully describe the meaning of what it means to be human (Vagel, 2018).
The result is not just a description of the phenomenon being studied but an understanding
associated with the meaning of a lived experience that is gathered and reduced to its essence
(Creswell & Poth, 2018). By understanding how female school superintendents experience salary
negotiations, this study fills a gap in the literature addressing women’s experience in the
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negotiation process at the school superintendent level while allowing for the participants’ voices,
experiences, and insights to be heard. In Hermeneutical phenomenology’s interpretive style,
attention to theory or theoretical assumptions is not only encouraged but expected (Vagel, 2018).
The frameworks of social role theory and the concept of negotiation broadened the lenses
through which to view the phenomena, allowing the understanding of that phenomena to be more
profound (Peoples, 2021).
Methods
Participants
A purposeful sampling method was used to ensure that participants could provide insight
and understanding of the problem being researched and the phenomenon being studied, as
supported by Creswell and Poth (2018). At the time of this study, each of the eleven female
participants was leading a public K12 school district in one of the two selected Midwestern
states. The student population of the participants’ districts ranged from approximately 176 to
25,000 students. At the time of the study, participants ranged from 4 to 18 years of experience as
a superintendent. Total years of the participants’ experience in education ranged from 16 to 39
years. In addition, the participants reported a range of negotiation experience from zero to 13
years.
Procedures
Several inclusion criteria were identified, specifically: job title, gender, place of
employment, and experience with negotiations. Such criteria were in place to ensure the
participants selected held the position of the superintendent as their job title, were female, held
employment in a public school district within the geographical region of the Midwest, and had
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either participated in or elected to forego the negotiation process. The eleven participants who
met the criteria were interviewed using audio and video recordings.
Interview Protocol
In phenomenological research, data is often collected through interviews with a group of
people who have experienced the studied phenomenon. This interview is a conversation-based
interaction where knowledge is developed as the researcher tries to understand the interviewee’s
point of view in her world to find meaning (Brinkmann & Kvale, 2015). The researcher used a
semi-structured interview which lasted approximately 60 minutes. Semi-structured interviews
allowed for interview questions to be developed to ensure research relevancy that the main
characteristics of the study were addressed while providing the participants the opportunity to
discuss other material that could be relevant to the study (Peoples, 2021).
The semi-structured interviews included five sets of questions. The questions were
grouped and included questions addressing the participants’ years in education, years as a
superintendent, and years in the current school district; questions associated with gender and
leadership addressing the participants’ role as a female superintendent and obstacles they may
have faced; questions related to gender and social roles/norms addressing how gender roles and
social norms may have impacted their experience as a superintendent; questions related to
negotiation experience(s) addressing how many times the participants had experienced
negotiations and various aspects of their experience; and questions providing the opportunity to
share information not previously addressed.
Data Analysis
The goal of data analysis in a phenomenological study aims to provide a comprehensive
narrative drawing from essential themes identifiable to those who have experienced the
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phenomenon (Peoples, 2021). Each interview was recorded and analyzed using qualitative data
analysis techniques. All data were treated equally during this process, as Merriam and Tisdel
(2016) recommend. After identifying keywords and phrases, the researcher developed clusters of
meaning to find themes used to support the detailed descriptions that summarized what was
experienced and how it was experienced, as supported by Moustakas (1994). Journaling and
bridling were used to offset potential bias. Journaling allows the researcher to track adjustments
and changes in thinking as data is analyzed and reflect on her thinking to view the phenomenon
more clearly and impartially (Peoples, 2021). Bridling assists with recognizing one’s beliefs to
prevent them from compromising one’s openness to the phenomenon and is more suitable for
Hermeneutical phenomenology than bracketing (Vagel, 2018).
Participants were offered opportunities to review their transcripts to help ensure the
study’s trustworthiness, as supported by Shenton (2004). Two participants also completed
member checks. Member checks ensure internal validity by asking for feedback from the
participants and checking for accuracy (Merriam & Tisdel, 2016). Such checks help prevent
misinterpretation and ensure the participants’ perspectives are given while also serving as a way
to identify researcher biases and misunderstandings (Maxwell, 2013). Confidentiality and
anonymity were upheld through pseudonyms to protect participants.
Findings and Discussion
Upon analysis of the data, six themes emerged in connection to the female
superintendents’ negotiation experiences. While the themes are representative of the participants’
lived experiences in both states, there are noted differences between the states as well – most
noticeable was the availability of data through transparency or the lack of such. Nebraska’s
Superintendent Pay Transparency Act places stipulations and expectations regarding publishing
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superintendent contracts (Gessford, 2014). Access to such contracts could allow for data analysis
and the potential use of such data to become talking points during negotiations. This data is
gathered into a spreadsheet that provides salaries, benefits, and days of the contract, among other
things, to allow for comparability studies. Superintendents draw upon this readily available
information to help them prepare for negotiations. While South Dakota requires educators’ pay
to be published, South Dakota does not have as robust of a policy as Nebraska. The School
Administrators of South Dakota created a Salary Survey, which gathers self-reported pay and is
shared with its members.
It is important to note that context matters in negotiations within the public educational
system. There are inherent limits within the educational system. Namely, the elected members of
the school board have power when working within the confines of the school board meetings and
exert such influence through voting. Furthermore, as public schools are funded mainly through
federal, state, and local funds, decisions are often financially driven. As the school board governs
the school, the use of resources is an important responsibility to oversee (Phillips & Dorata,
2013). There is only so much money available, and fiscal responsibility is taken seriously as
sound management is expected (Phillips & Dorata, 2013).
The data analysis resulted in six themes emerging from the experiences shared by the
female participants in the study.
I am a Woman in a Man’s World (Still)
Beyond the duties associated with being a leader, the participants juggled other
challenges unique to being female – challenges often related to social norms and stereotypes.
Across interview participants, there was a general concern about how they were being viewed
as a leader. Considering perceptions of the superintendent’s leadership abilities and success in
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the position are directly evaluated and often tied to negotiations, this is a valid concern. Areas
addressed included acknowledging the role of gender (despite wanting to remove it from
influence), facing criticism, giving extra attention to appearances, and navigating relationships.
Many of the superintendents in this study did not view their roles differently due to
gender. Anne explained, “It’s an awesome responsibility not to talk about being female, but just
to show that you can dig in and get the work done.” Jasmine and Penny expressed the desire for
expectations to be the same regardless of gender and approached their positions as a job to be
done. Yet, Gina voiced concern regarding the number of women holding superintendent
positions in the state. She explained, “There are fewer candidates that are women… [F]ewer
interviews that are women [and] … fewer selections that are women.” Gina’s concern alludes
to potential biases in recruitment, as suggested by Superville (2017), and calls attention to the
gendered educational system, as noted by Maranto et al. (2019).
Female superintendents are in the minority, and that fosters challenges. Laurie
explained, “You do have to kind of figure out and read people a little bit better – how they’re
going to react to a woman that is … in charge of a district.” Mira recognized some people do
not believe women should “be making that much” money. She faced a board with members
“that did not feel like they needed to pay a female superintendent what men were getting paid.”
Jasmine also acknowledged the challenge of having to prove herself as a leader. Laurie felt
things have improved for her “because I believe I’ve got a solid reputation established.”
Northouse (2019) calls upon empirical evidence indicating how gender stereotypes can
influence the perception of how others view females in positions of leadership, while Kugler et
al. (2018) draw attention to how gender roles influence people’s expectations of what others
can and should do.
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Despite working to demonstrate ability and professionalism, the participants still faced
criticism associated with their gender. Anne pointed out, “Stereotypes of what leadership looks
like can really affect you and affect others.” Cora explained she has been told several times,
“You’re very direct,” and reflected, “I don’t think they’d tell a man that.” Dee shared she was
told she needed “to be meaner.” Heather reported being told she wouldn’t get a superintendent
position because it is a male-dominated role.” Then, when she did earn such a position, “the
person who was there was mortified that [the board] had … hired … a woman.” She added she
was referred to as G.I. Jane. Mira admitted having encountered being “called derogatory
names” also. Stepping outside of the gender stereotypes traditionally assigned has prompted
social backlash where these women in leadership have faced criticism not directly in
connection to their ability in fulfilling the duties but in connection to their gender (Bernal et al.,
2017; Cheryan & Markus, 2020; Chiefs, 2019; Eagly & Wood, 2013; Ibarra et al., 2013;
Kennedy & Kray, 2015; Meltzer, 2018; Maranto et al., 2019; Reyes et al., 2021).
Appearances are also influential as the participants have stepped outside of the
traditional stereotypes and social norms ascribed to women. Anne admitted, “Being a female in
leadership… I guess it never occurred to me that it was a big deal. To some people, it is. I am
very cognizant of how I come off to people.” Anne continued, “I think it’s very important that I
dress … for my day and for what I expect.” She added, “I just have to adjust my presence, and
image is important.” On the other hand, Dee also shared her board’s discussion of a dress code
and how they reminisced about the heels and skirts teachers wore years ago. While none of
these participants have specifically been told how to dress, some shared that they knew of other
women who have been in that very situation. Bernal et al. (2017) highlighted professional dress
as well.
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Positions of leadership require skill in navigating people and professional relationships.
Again, there are undertones of stereotypes and social roles at play within the participants’
interviews. While some participants acknowledged needing just a few close friends, who often
come from their professional network, others did talk about the role professional relationships
play in their leadership role. Dee addressed the need to have a core team “looking out for you,”
while Kelli valued a “handful of other female superintendents that really are my trusted peers.”
Gina admitted it can get lonely at the meetings and stressed the need to “find people to support
you in the areas you’re less strong in.” While these insights support areas that Fernandez et al.
(2021) and Ibarra et al. (2013) recognized in connection to mentors or sponsors, they also call
on the relational and communal nature of women (Eagly, 2020; Seitchik, 2020).
Navigating professional relationships as a leader goes deeper, though. Dee explained,
“As a woman, you’re going to have to explain everything that you do,” while men seem to be
trusted more and not questioned. Dee further shared that there are areas her board does not trust
her with, which has prompted her to delegate responsibilities to compensate. Dee added the
need to coach delegates “as even though I let [them] be my voice, I have to coach [them] so we
are on the same page.” Coaching takes extra time and effort, recognizing social roles and the
need to navigate them strategically. Mira recognized that while she has had a blessed career, “I
have not been fully included” in her male counterparts’ conversations. Four participants
recognized the good ole boys club, with Dee explaining, “I don’t go fishing or drinking, so I’m
out of the loop.” Laurie expressed frustration, “We are still invisible – and it’s frustrating!”
Such recognition illustrates the challenges stereotypes and social norms have created for
women in leadership. Indeed, perceptions of women’s knowledge and abilities have influenced
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others’ beliefs regarding their competence, creating obstacles for women to navigate (Bernal et
al., 2017; Ibarra et al., 2013; Northouse, 2019).
There are also relationships beyond the professional ones to consider – specifically in
connection to motherhood and the social roles most commonly associated with it and its impact
on their leadership. While participants did not address regret at entering the superintendency, a
sense of sadness could be heard in the interview for some. Anne recognized it is important for
others to see her as a mother and acknowledged, “there’s a reason there aren’t very many
female superintendents with kids – it’s not easy. It’s hard on the family. It’s hard on me. [There
are] some times when I’m not the mom I wish I was.” Kelli recalled walking into a local store
under new management and hearing, “Oh, these boys do have a mom!” She also shared how
one of her children said, “I liked you better when you were just a principal because you were
home more,” and acknowledged the challenge of finding that life-work balance as well as the
benefit of a supportive husband. Gina echoed this, explaining there is a price when “you’re
giving and giving and giving.” Time is sacrificed. Gina continued, “It’s sacrificed to your
family. It’s sacrificed to your kids….” While Barrosa and Brown (2021), Fernandez et al.
(2021), Parmer (2021), and Tarr (2018) identify motherhood and related responsibilities as
elements that pull women away from work, these superintendents are recognizing the challenge
and making sacrifices involving their families to meet the demands of the position.
Negotiating for Myself is Uncomfortable
Considering negotiations allow access to improved resources, tasks, and compensation
Yet, seven of the eleven participants addressed difficulty with the process of negotiations.
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Participants addressed topics associated with negotiation ranging from discomfort, the impact
of stereotypes and gender, and acknowledgment that it can lead to resignations.
Discomfort with negotiations is not uncommon, and participants were very candid in
their responses to this topic. Dee does not consider herself “the best expert on negotiation.”
Cora admitted she is “not a very good negotiator for myself.” Betty, Kelli, Mira, and Gina all
agreed negotiations are not their favorite things. Gina shared, “I just hate going through it, and
I’m glad when it’s done!” These findings support Reyes et al. (2021) that negotiations can be
unpleasant.
Yet, while these superintendents are uncomfortable negotiating for themselves, three
participants expressed different feelings when negotiating for or with their staff. Heather
shared, “I like to negotiate for the teachers or with the teachers better than I do for myself.”
Penny voiced enjoyment in that experience as well. Finally, Cora admitted, “I’m much better at
negotiating for my staff and my principals.” Again, these findings are supported by prior
research as Bear and Babcock (2017), Kugler et al. (2018), Mazei et al. (2015), and Schneider
(2018) all address the communal or other-focused viewpoint which assists women when
negotiating, as it fits more closely with their social roles.
There is more to this discrepancy. The participants shed light on this as well. Betty
explained, “I don’t want to appear or … give people a perception that I’m needy or feel that
I’m worth more.” She continued, “I don’t want to draw attention to myself.” Mira expanded on
this thought: “I think one of the hardest things you can do is talk about yourself… It’s
uncomfortable when you have to talk about yourself and be promoting yourself.” Dee added
there is a “need to justify yourself and sell yourself even though we’re not raised to believe it.
We are raised to have … humility.” Anne also echoed the need to “try to be incredibly
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humble.” Betty acknowledged the feeling of awkwardness when “asking for that raise.” Gina
shared, “It makes me feel like I’m begging for more when I’m happy with what I’m getting.”
While the participants expressed discomfort about talking about themselves and the
discomfort of asking for a raise, Reif et al. (2019) suggests women need to look at negotiations
as an opportunity for open discussion. There is also the need for confidence when negotiating
(Chiefs, 2019). Caution must be taken to recognize one’s worth so as not to undervalue it
(Fischer & Bajaj, 2017; Harvard, 2019; Kay & Shipman, 2014; Schneider, 2018). Knight
(2017) draws attention to making sure the salary reflects the skills and knowledge possessed as
well as fair market value – even if the salary offered would support a comfortable lifestyle.
Again, extensive research ties to these experiences of the impact of norms and stereotypes,
social backlash, and the sense of not belonging (Bernal et al., 2017; Bien et al., 2018; Cheryan
& Marcus, 2020; Kugler et al., 2018; Northouse, 2019; Wynn & Correll, 2017).
Beyond the discomfort that negotiations can create, this process brings about more
questions for the female superintendents. While more than one participant addressed the need
to remove gender from the table and focus on the job, gender still surfaced. Dee asked, “Would
my gender make a difference in my salary? Can I negotiate for more?” Betty shared, “I feel like
I have to … advocate a little bit more and have to push harder. I have to fight a little bit more.”
Gina recalled, “There were times earlier in my career as a superintendent that I felt too much
like I had to defend when I was asking for the money I was asking for.” Dee also remembered
someone once told her that her gender would make a difference in her salary. Gina shared an
example, “I do think that some thought I was going to be cheaper, and not necessarily because I
was younger and … newer to the profession – but because I was a woman.” Laurie echoed
experiences where others were “not giving me the same type of attention as ...a male
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counterpart” received. She expounded on the impact she felt gender had made in her
experience, saying, “Maybe my credibility or even skillset was overlooked.” Gina
acknowledged others “may need a little more time to accept you.” Mira added she felt her
gender also impacted the negotiation process early in her career. She continued, “I think your
performance and the skills that you bring to the district, your knowledge of the district, and all
of that outweigh that – eventually.” Gina wondered, “Just because there are fewer of us…
maybe it takes a little more effort to be seen in that more serious role or to be taken a little bit
more seriously.”
These comments associated with gender, as shared by the participants, connect to past
research also. For example, Gullo and Sperandio (2020) and Seitchick (2020) found
expectations associated with gender influence people’s thoughts and behaviors. Eagly and
Wood (2016) draw attention to how society supports or approves behavior associated with
gender roles. Finally, Eagly (2020) addresses how stereotypes impact women’s leadership
success beliefs.
Challenges associated with negotiations also led to some superintendents’ resignations.
Jasmine candidly explained, “There is only one way to get a raise sometimes – pack your
bags.” For one participant, her resignation followed the school board’s reluctance to raise her
pay, as the data suggested. This superintendent recalled how a board member asked her, “Do
you know how much it’s gonna cost to replace you?” She replied, “Yes, I do. Those are the
numbers I give you every single time [we] negotiate. That’s why I’ve been fighting with you to
give me the appropriate raise!” Another participant who left a district following a contract
negotiation experience explained, “It got down to negotiating for my contract and the level of
… disrespect for my job and what I was doing, and I even said to a board member, is it because
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I am female?” These women seemed to recognize the impact low pay can have over time on
one’s career, as highlighted by DePaul (2020), and acted to make changes to benefit their
circumstances. Additionally, Card et al. (2016) draw attention to negotiation differences
associated with gender and income.
The School Board Holds the Cards
The process of negotiation involves two parties. For the participants in this study, the
other party was the school board and its members. The negotiation experience is as varied as
the school boards with whom superintendents negotiate. A superintendent’s contract is
developed and finalized through negotiation, but the relationship with the board is very
impactful on both the process and the outcome. The participants shared experiences associated
with poor and positive relationships and further stressed the value of that relationship in how
they approach negotiations with their school board.
Heather explained, “You have your own contract. It’s between you and the board what
that contract looks like.” Cora added, “If they want to keep somebody and they offer … extra
money, it makes it tough to leave.” Kelli pointed out that the process of negotiating “is such an
opportune time to really show people how much they appreciate you.” Laurie shared, “I’m
pretty excited when that time comes around. I hope that whatever I’ve done up to that point in
that school year, that the board recognizes it as I’m working hard and am continuing to move
the district forward.” She continued, expressing hope “that they’re willing to give me
compensation that rewards and recognizes what I’m doing.” These statements support the
assertions by Northouse (2018) that women are less likely to self-promote. When considering
the negotiating strategies of Marks and Harold (2011), attention is given to the judgment of the
other party, which fits the accommodating strategy.

113
For some, the relationship with the board has led to positive negotiation experiences.
For example, Laurie shared, “I really have never negotiated for my contract. [The school
boards] have paid me well – to the point where I want to keep a very great relationship with my
board.” Laurie continued to explain, “I’m being paid better than most, but again, I have a
doctorate. I’ve got some experience. I think they pay me well because they don’t want me to
leave.” Kelli shared how her board is adamant about transparency and will provide the best
offer first but has also become more generous each time. Anne shared the unique experience
when her board “wanted to move me higher … and I told them we can’t do that with our
budget.” She expressed satisfaction with her proposed salary, saying, “That’s enough.” She
then moved attention to gaining benefits for her administrative team. Mira felt fortunate “to
have people that I trust and that I believe will represent me well” on her board. Again, a review
of the negotiation strategies identified by Marks and Harold (2011) suggests that
accommodation is used with the noted concern for others and attention to relationships.
Other women have not had such positive experiences with their boards. One participant
addressed how rural areas may have more old-fashioned views and how those board members
will be the ones that provide pushback. Mira stressed the importance of listening and “trying to
get a feel for how they were.” She shared, “I think that’s when I started noticing … the gender
differences, how it wasn’t outright spoken.” Heather acknowledged she has “had a couple of
board members who may have thought that a woman’s role wasn’t in the superintendency.”
Mira shared that in her experience, there were board members “that did not feel like they
needed to pay a female superintendent what males were getting paid.” Dee supported this view,
explaining, “If I were a man, they’d have no problem – we’ll give you the money. You’re
worth it.” She went on to express frustration, saying, “I’m working hard, and that’s what I’ve
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had to tell them. I really had to sell myself.” Others have recalled other challenges associated
with their gender. One participant admitted she was uncomfortable asking for a raise from one
board, signifying avoidance. These experiences associated with pushback, gendered views, and
the challenges of selling oneself to demonstrate their worthiness of the pay are reflected in the
literature as well – most notably connected with norms and stereotypes (Mazei et al., 2015;
Seligman et al., 2018).
Relationships with the board are essential. Mira talked about her process of strategizing
with the board President “to ensure that I’m getting an equal shake. And then to be able to
allow him to speak on my behalf to the board prior to any agreements being made.” Dee
stressed the need to be willing to explain to the board what they are getting and remind them of
all the things that are getting done because she is in that position. Mira approached things
differently, saying, “I like to go in and say, you know I really appreciate the support and
everything… This is what I feel would be appropriate next year.” She continued, stressing to
make “sure that they’re clear about what they are paying for.” While the dynamic of a board
can change with an election, that change can also influence the negotiation experience. Mira
shared that when an educated woman in a leadership position came on the board, “It made my
negotiation much more fluent and engaged.” Referring back to Marks and Harold (2011), these
examples connect with collaborating as there is influence associated with each party involved
as well as accommodating due to the attention to relationships.
Experience and Salary Data are Key
In education, data is quite frequently sought after and analyzed for a variety of
purposes. This study shows a discrepancy between the two states regarding how they report
superintendents’ pay and the availability of such data, which relates directly to transparency.
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The participants shared their experience of accepting that first contract and were able to address
how their lack of experience and lack of data access could have been impactful. A closer look
between the two states in connection to salary transparency and the impact on participants’
experiences with negotiations was also explored.
Experience and availability of resources such as salary data make a difference in how
one approaches negotiations. Several superintendents addressed how the first year differed
from later years in connection to their approach. Betty explained, with the first job, I was “so
thankful to get the opportunity… just whatever you [the school board] want that’s good
enough. Now I better understand the whole system.” Gina shared, “I was just so happy to get
my first job and excited about that raise.” She pointed out a significant change in pay from a
principal to a superintendent, but one may not recognize the workload that goes with the pay
until you experience it. She continued, saying, “That first experience [of negotiating], you don’t
quite know what you’re doing, whether it’s a fair contract or not, versus what you were doing
before. Moving from principal to superintendent is a big increase no matter what, so you’re
looking at the bottom line.” In contrast, Betty highlighted the role experience plays, explaining,
“I knew exactly where I was willing to be within [regarding the salary range]… felt less
desperate… [and] had a little more power to make that decision as opposed to just take
whatever they offered.”
Inexperience is not helping women entering their first superintendent position. Research
again sheds light to support the findings of this study. While Fischer and Bajaj (2017) address
the impact of women’s beliefs connected with financial need to determine if they will
negotiate, Miller and Miller (2002) call attention to women’s beliefs associated with luck in
landing a position and fearing risk, which may jeopardize the offer. Yet, Toosi et al. (2019)
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draw attention to the importance of that initial negotiation for salary and long-lasting effects
from the economic standpoint.
Nebraska Superintendents’ Experiences
Nebraska’s Superintendent Pay Transparency Act places stipulations and expectations
regarding publishing superintendent contracts (Gessford, 2014). Access to such contracts could
allow for data analysis and the potential use of such data to become talking points during
negotiations. This data is gathered into a spreadsheet which provides salaries, benefits, and
days of the contract, among other things, to allow for comparability studies. Furthermore, the
provided data increases attention to pay by “breaking apart total pay packages” (Klein et al.,
2021, p. 748). Superintendents draw upon this readily available information to help them
prepare for negotiations. In addition, some participants reported there are districts that use law
firms or private companies to draw up comparison studies for use during negotiations.
The Nebraska superintendents referenced access to data heavily. One superintendent
shared how negotiations can be tense times, and she felt concerned about “What to say, what
not to say. What’s appropriate to say and what’s not appropriate to say.” Yet, when using this
data, the superintendent suggested, “Just look at the numbers. Don’t get into all the fluff. That
can really alleviate a lot of problems with negotiations.” By relying on the data, a
superintendent felt “it just makes the process go a lot easier because [the board knows] you’re
trying to do what’s best for everybody.” Another superintendent agreed, saying, “I usually
collect all these data points… and I share that with the board prior to negotiations.” Another
superintendent suggested being data-driven allows the board to see the “fair market value for
the work that you’re getting.” Another explained that the numbers allowed her to justify
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whatever request she would take to the board. Use of data as described fits Marks and Harold’s
(2011) collaborating strategy in negotiation as it addresses the concern of both parties.
Many participants stressed the value of the data by staying away from the emotional
side. One superintendent expounded on this, explaining, “I prefer everything to be based on
data and less on … intangible statements that are really difficult to prove.” There is value to
having resources that provide useful data. As one superintendent summarized, “Now I have the
resources to get the numbers that I need to use … to help me negotiate – knowledge…
experience in the job… I have more tools to bring to the table.” Another participant recognized
that her inexperience as a first-year superintendent allowed the district to “have me for really
cheap labor.” She continued, explaining that moving forward, we “brought the actual numbers
and wanted to be at the … middle range. It was two months of back and forth at board
meetings” as they worked to find an agreeable price point. She admitted that even with the data
for support, this experience was “quite painful.”
South Dakota Superintendents’ Experiences
While South Dakota requires educators’ pay to be published, the state does not have
Nebraska’s robust policy. Instead, the School Administrators of South Dakota create a Salary
Survey, which gathers self-reported compensation, which is shared with its members.
Three of the superintendents addressed the use of data in driving their negotiation
process. Two superintendents stressed market value, as well as gathering and analyzing data
reflective of their district’s size. There was also mention of transparency. For example, one
superintendent gathered district-specific data and used the daily rate as the basis for her
negotiation. She shared, “The only reason I went into negotiation was because I had [the data].”

118
Some superintendents expressed concern or questioned whether they were fairly
compensated. One asked, “Where do I fit as far as negotiating for myself?” Another explained
a significant barrier to salary negotiation “is knowing what to ask for.” While others could be
asked, she added that many of the men keep things “pretty close to the vest on some of their
strategies.” To find some answers, one superintendent logged onto the Salary Survey “to see
where I’m at with pay, but I don’t always know what that is because every district pays so
differently.” Another participant shared she cannot enter the negotiation process emotionally.
She needs to have the mindset that she “might have to look for another job.”
Fairness is Important
It is often said that fairness is a state of mind. Yet, for the participants in this study,
fairness is sought after. When it comes to negotiation for salary and compensation, these female
superintendents measured fairness by the numbers, their experience, and their credentials but
also recognized a variety of other factors that are impactful. While different elements may be
placed on the scale to help tip or balance it regarding fairness, finding a balance that is
interpreted as fair is the goal – and that concern for fairness was for both parties involved.
Among the participants, there have been both positive experiences and negative experiences.
Yet, even when exploring the issue of fairness in connection with negotiations, participants also
brought up their comfort level in negotiating and the differences within their male counterparts’
contracts.
Fairness, while an element that is highly sought after, is elusive. All but four
participants specifically mentioned fairness as a concern connected with negotiation. Heather
explained some of the influential elements on one’s contract are the “predecessor, your
credentials, experience, and market value.” Jasmine added that through “experience you start
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understanding your worth.” Gina pulled no punches when talking about contracts and
negotiation as she stated, “It just needs to be fair. It just needs to be comparable.” Gina further
explained, “My goal is to be fairly compensated for what I’ve accomplished, for how satisfied
they are with how I’m doing my job, and for someone with my credentials to be making.”
One aspect of fairness addressed is the balance struck for the benefit of the school and
the superintendent. Anne has asked her board “what they believe is fair based on what I’m
producing for them and what the market is asking for.” Jasmine explained that she looks “for
that fairness in what you do for the school and what the school pays you.” Jasmine added the
data needs to be accurate as it makes the whole process “go a lot easier” as everyone is “trying
to do what’s best for everybody.” Anne shared that she’s had to say, “I don’t think you
should… go that high. I’m good where I’m at, and it’s fair.” She added, “My personal
motivation is to be fairly compensated while the community and the board do not think I’m an
overpaid, underworking slouch.” She further recognized there is a fine line to maintain such
balance. Cora highlighted the value of compromising as she successfully used that strategy
when a board was concerned about the financial bottom line. She was able to adjust her
contract in other ways as compensation. Most of these statements support Marks and Harold’s
(2011) collaborating strategy with attention to both parties, but Cora’s ties directly to
compromising.
Several participants discussed experiences where they felt they were treated fairly by
their boards during the negotiation process, with some mentioning the value of relationships.
For example, Cora stated that most of her boards have been generous and treated her fairly. She
added, “I’ve taken what they’ve offered – except [for the one time] where I started looking at
daily rates.” Jasmine shared she is “perfectly happy just because of the school I was coming to”
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and added she felt they treated her fairly after reviewing the data. Another superintendent
shared that there have been many times when the board has “given me more than I’ve asked
for.” Laurie mirrored that statement when she shared, “I have never asked for more pay, and
whatever the salary is, my salary is more than the [the others’ salaries in the] conference.”
These examples, as described, fit Marks and Harold’s (2011) accommodating strategy in
negotiation as it addresses the acceptance of the offer without debate and connects to
relationships. This behavior also supports the assertion by Northouse (2018) that women are
less likely to self-promote. Fischer and Bajaj (2017), Odell (2020), and Reyes et al. (2021) all
call attention to the value of relationships for women and the fear of harming such relationships
through negotiations.
Others believed they had received unfair treatment. This belief had prompted some to
negotiate when they actively had not done so before. For example, Cora candidly shared she
has only asked for one raise, and this request had been “based on what others are making” as
she was requesting to, at minimum, match the daily rate of other male administrators within her
district. Another superintendent shared it “took a lot of convincing,” and she “had to pull a lot
of data” for the board to recognize that they were behind in her pay. These examples
demonstrate how access to data for comparison provides information that sparked active
negotiation, as supported by Coglan (2018).
For others, concern regarding unfair treatment caused them to leave the district. A
superintendent shared, “The [male] superintendent before me worked half-time. I got paid the
same amount he did [for working full-time]. The superintendent that followed me is paid
considerably more, and he’s male. I question that.” Another participant did her research and
“had asked for the average. [While the male] principal who was demoted got the average, [the
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board] would not give me the average – and they were going to make me do even more work!”
These experiences support the literature addressing discrepancies in earnings by gender
(AASA, 2021; Barroso & Brown, 2021; Catalyst, 2021; Kugler et al., 2018)) as well as in
gender inequality (Parmer, 2021). While there was an attempt to reach an agreement using a
collaborative strategy based on data, these examples are competitive when viewed through
Marks and Harold’s strategies (2011).
For some of these women, the only way to rectify their situation was to move on. Yet,
even when moving to another district, some questions are raised. For example, one participant
was hired on an interim basis, but the two male predecessors before her “were given two to
three-year contracts.” Dee shared, “Every job that I left, they’ve paid my predecessor more
than they paid me,” and it was “a lot more, so that’s tough.” But, she continued, “That’s
motivated me to make sure that I’m … where I should be on the pay scale in comparison to my
male counterparts.” Again, these experiences support the literature addressing discrepancies in
earnings by gender (Barroso & Brown, 2021; AASA, 2021).
Another challenge was also addressed – comfort level. Gina explained, “If you’re
middle of the road or there’s lots of room for improvement, I would feel less comfortable
asking for what I felt was fair.” She continued, saying, “If they’re happy with what I’m doing,
it makes me a little bit more comfortable saying … we’re behind the curve here.” Betty shared,
“I never want to ask for more than what everyone else already has – and so that’s probably
where I struggle the most.” Kelli admitted, “I don’t want some exorbitant amount more than
what the teachers get, and I’m completely happy with that.” She continued, “I’ve never thought
that I deserve more than what [the board] gave me, but I would probably take less because they
are so supportive.” Betty shared, “I don’t want to … be perceived that I’m not thankful.”
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Cora’s discomfort with one of her boards ultimately prevented her from actively entering
negotiation to ask for a salary increase. Fischer and Bajaj (2017), Odell (2020), and Reyes et al.
(2021) all call attention to the value of relationships for women and the impact fear of harming
these relationships have on negotiations.
Women also discussed what they might know about their male counterparts’ contracts
and negotiations. For example, in connection to the contracts of her male counterparts, one
superintendent expressed amazement in what they received and asked, “How do they talk
somebody into that?” This ties into Northouse’s (2019) acknowledgment that men readily selfpromote and negotiate as well as the finding of Fischer and Bajaj (2017) that women may not
recognize some of the elements up for negotiation.
Female Leaders Need Support
It is recognized that female superintendents are in the minority – holding 24% of the
positions nationwide, according to the AASA survey in 2010 (Enfield & Gilmore, 2020, para.
5). Gina simply asked, “Women, where are you?” When questioned about support, many
participants addressed the value of mentoring and professional development.
Mentors are not new within the field of education, and for some of the participants, they
have directly benefitted from a mentor. Some of these mentors came from a network of women,
while others were well-respected males in the educational field. Kelli shared that her male
mentor “was able to provide what to expect and how he has done it.” Several women
recognized the benefits of a strong mentor or role model. Gina, Heather, and Mira all expressed
a desire to help aspiring leaders as they have been supported. Gina also wondered what support
could be provided at the state level to bolster a mentoring program through more structure and
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attention to the negotiation process. Research recognizes that mentors serve as role models and
support others early in their careers (Chiefs, 2020; Fernandez et al., 2021).
Beyond mentoring, discussion regarding professional development was also addressed.
While these women are all well-educated and hold the highest leadership position within a
school district, they recognize the need for general or specific professional development. Kelli
shared her knowledge of an annual negotiation training hosted by one of the organizations she
belongs to. Yet, there is a need for further professional development. Cora suggested
professional development on how the genders look at things differently, while Mira would
welcome training on navigating stereotypes. Dee would appreciate information on “what to ask
for.” Betty suggested professional development on data usage for negotiations and general
negotiation skills. All recognized that general or specific professional development is both vital
and helpful. However, as Anne cautioned, one must critically examine it to remove the pieces
that can be used while still being yourself.
There is the need to have access to leadership experiences (Meltzer, 2018) as well as
opportunities through professional development and informal activities (Chiefs, 2019). Gina
admitted such professional development associated with negotiations “would have been very
helpful” early in her career. Laurie recognized the value of knowledge as “the more you know,
the more you know.” These various requests and insights tie back to the advice to acknowledge
their worth in comparison to others and learn what is and are not negotiable (Fischer & Bajaj,
2017) while also supporting education (Ibarra et al., 2013) and programming to bolster
leadership skills (Seligman et al., 2018; Ibarra et al., 2013).
Both women who served as member checks addressed appreciation in having an
opportunity to gain the information provided and read other women’s perspectives of their role
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as superintendents. One of the participants who completed the member check shared, “I didn’t
realize that there were so many of us feeling the same way and having the same issues.” She
added, “This makes me wonder if there are other areas of concern that we all have in common
within the position.” She acknowledged that the topic of negotiations “will continue to need
extra support and resources.” Her comments highlight the need for women to have the
opportunity to visit with each other and share their experiences, perspectives, challenges, and
lessons learned.
Theoretical and Conceptual Frameworks Analysis
The researcher viewed this hybrid phenomenological study through the theoretical
framework of social role theory and the conceptual framework of negotiation.
Theoretical Orientation of the Study: Social Role Theory
Elements within the social role theory, including gender, stereotypes, gender roles,
social roles, and social norms, are present in each identified theme. For example, participants
spoke of the challenge of proving themselves as leaders because they were women and
addressed strategies to adapt to others’ perceptions and expectations. Bias and criticism for
stepping outside the social norms and gender roles associated with being female were also
discussed. Participants expressed discomfort with the negotiation process and self-advocacy as
well. In addition, attention to gender as it related to compensation was explored as it is
influenced by societal stereotypes and social norm expectations associated with the division of
labor and role. Furthermore, board relationships were very impactful as they affected the
participants’ approach to negotiations. Recognition that social role theory is so pervasive in this
phenomenon is indicative of its importance and impact on the female experience of negotiation.
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Conceptual Orientation of the Study: Negotiation
Participants mentioned various aspects of the negotiation process, including
communication and the degree of willingness to communicate about a topic of interest to both
parties. They shared evidence of different strategies described by Marks and Harold (2011) in
five of the six themes. The competing strategy was associated with a failed negotiation that
would cause the participant to leave the district. Accommodating was seen through the
acceptance of an offer without using self-promotion tactics, often with mention of the value of
relationships. Collaborating was highlighted through exchanges with the board, indicating an
active engagement about salary, usually referring to salary data and with attention to fairness
for both parties. Avoidance was noted in connection with a lack of comfort in approaching the
board, which prevented such discussions from being held. Finally, compromising was
illustrated through an alternative suggestion in lieu of a salary increase.
With examples of all negotiation strategies present, it is clear female superintendents are
drawing upon negotiation strategies. It is not surprising that the collaborating strategy was so
widely drawn upon by participants when considering the relational aspect and other relevant
elements of the social role theory. However, saturation has not been reached for sufficient
analysis of negotiation strategies, and thus results should not be overgeneralized as further
research in this area is needed.
Recommendations for Practice
In light of this study’s findings, the following recommendations are put forward for
women leaders, employers, supervisors, organizations, and educational institutions:
1. Engage women in discussions with their female peers regarding their life experiences
associated with leadership, including but not limited to negotiation.
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2. Create intentional support for women in connection to the experience and process of
negotiation through a mentorship or sponsorship program addressing negotiation
strategies to better prepare females in education for this aspect of leadership.
3. Encourage women to seek personal development through exposure to such things as
literature, conferences, and workshops addressing negotiation-related topics.
Limitations
This study served to develop an understanding of how female superintendents in
education experience negotiation through description and meaning drawn out of their lived
experiences connected to the negotiation process. While the qualitative methodology of
Hermeneutical phenomenology was effective and provided valuable and insightful data in
connection to the topic, the following study limitations need to be noted:
1. The research results may have limited transferability due to the small sample size.
2. The study participants represented only female superintendents in public school
settings within two geographic Midwestern states, limiting access to female
superintendents’ perspectives and experiences in private schools and other states.
3. The study participants’ experiences may be biased because the data is self-reported by
participating female superintendents and based on feelings and insights into their
negotiation actions and life experiences.
4. Researcher bias could have been a factor in the study as the researcher was in a life
situation similar to some participants. While unintended and unintentional,
participants’ stories may have been analyzed through a biased lens due to the
researcher’s experiences. As supported by Creswell and Poth (2018) and Peoples
(2021), the researcher used journaling to avoid this potential bias.
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Recommendations for Further Research
The following recommendations for further research are offered to develop further the
topic of female superintendents’ experiences of negotiation:
1. This research could be replicated with a larger sample size.
2. The study could be replicated with more women in a broader geographical area to
determine if the results are consistent among female superintendents.
3. Future research could replicate this study with female superintendents representing
greater race and/or ethnicity diversity to determine if differences exist.
4. Future research could examine the notion of female superintendents in rural areas
being impacted by lack of mobility. It was suggested that some female
superintendents are restrained from geographic relocation due to such situations as
their spouse’s livelihood.
5. Future research could examine the female experience of negotiations through other
lenses besides the social role theory and Hermeneutic phenomenology to provide
greater depth and further this discussion.
Conclusion
Recognizing there are statistically fewer women in the role of the school superintendent,
those females who reach this point have overcome odds and faced challenges to get there. The
female superintendents’ experiences of negotiations in this study both identify and articulate the
challenges they have faced. While they shared their experiences which included both
celebrations and challenges, many had the nagging question associated with the role of gender in
their experience. Support to assist women in navigating negotiations is needed as it is through
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negotiations the opportunity to improve resources, tasks, and financial compensation is made
(Reif & Brodbeck, 2014;

-

, 2019).

In addition, clear information needs to be provided to eliminate the vagueness that
disadvantages women – as, under those conditions, females often end up with lower income than
their male counterparts (Ammerman & Groysberg, 2021). Ultimately, attention needs to be
drawn to the social norms and systems that slow women’s progress because as long as women
face bias and discrimination based on their gender, disparities will continue (Fernandez et al.,
2020). Therefore, as a society, we must recognize our biases and work to amend the stereotypes
that unfairly impact women in the negotiation process. Suggestions provided could be a start to
supporting women as necessary for their success in navigating negotiations.
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Appendix A
Initial Interview Questions
Background Questions:
1. Tell me about your background as an educator.
2. How many years have you been in the education field? What roles?
3. How many years have you been a superintendent?
4. How many years have you been in the same school district?
5. What is the size of your current school district?
6. Is there anything else you would like to add? If so, please do so.
Questions associated with gender and leadership:
7. How do you view your role as a female superintendent?
8. What, if any, obstacles do you feel you faced during your time as a superintendent?
9. Is there anything else you would like to add to your experience of being female in
connection to leadership or as a superintendent? If so, explain.
Questions associated with gender and social roles/norms:
10. How have gender roles and/or social norms impacted your experience as a
superintendent? Explain.
11. Is there anything else you would like to add in connection to your experience with gender
roles or social norms? If so, explain.
Questions associated with negotiation experience(s):
12. On a scale of 1-5 with one being low and 5 being high, how likely are you to take risks?
Please explain your ranking.
13. How many times have you negotiated?
14. What were your experiences of negotiating before becoming a superintendent?
15. Did these experiences affect negotiating in your role as superintendent?
16. If you have experienced more than one process of negotiations, how was the first
experience similar or different from later ones?
17. If there were differences, how do you describe them, and what do you attribute them to?
18. When negotiating for a superintendent position, did factors like years of experience, time
in the district, district size, or school board impact those negotiations? How so?
19. How do you describe your motivations to engage in or forgo negotiations?

150
20. How do you approach the act of negotiation?
21. What aspects of the negotiation experience did you feel were successful or unsuccessful?
22. What, if any barriers, did you encounter in the negotiation process? Describe your
experience.
23. Was there anything that you felt made you more prepared or successful for negotiations?
How was that helpful?
24. In your experience, does being female impact the negotiation process? How?
25. Do you feel professional development or training would be helpful? Explain.
26. Is there anything you would like to add in connection to your experience with
negotiation? If so, please do so.
Wrap-up Questions:
27. Is there anything else associated with your experience of being a superintendent or
negotiations you would like to share?
28. Would it be ok to contact you again to schedule a follow-up interview if questions arise
when I analyze the data?
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Appendix B
Initial Interview Protocol
Script before an interview:
Thank you for your willingness to participate in this interview. As mentioned before, my
study examines the female superintendents' experience of negotiation. Our interview
today will last approximately 40-60 minutes. I will be asking about your background,
leadership, social norms and roles, and negotiation during this time.
[review elements of consent form]
Before we begin, do I have your permission to record this interview? __ Y __N
If yes: Thank you. If, at any point, you want me to stop recording, please let me know.
If no: Thank you for letting me know. I will only take notes of our conversation.
Before we begin, do you have any questions? [discuss questions]
If there are questions you prefer not to address, they can be skipped. If any questions
come up at any time, please ask.
To begin this interview, I would like to ask some questions about your background:
[Q1 – Q6]
Thank you for your responses. I'd like to ask you some questions about leadership next.:
[Q7 – Q9]
Again, thank you for sharing. We are going to move on to the next set of questions about
social roles and norms:
[Q10 - Q11]
Once again, thank you for sharing your experiences. My final set of questions is
associated with negotiation:
[Q12 – Q26]
Thank you so much for sharing your insight and experience. Before we conclude this
interview, I have two final questions:
[Q27 – Q28]
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Appendix C
Interview Question Matrix
Research
Question

Intro
Background

Leadership

What are
female
superintendents'
experiences of
negotiating
salary and
compensation?

Q1, Q2, Q3,
Q4, Q5, Q6

Q3, Q7, Q8,
Q9, Q10,
Q11, Q15,
Q16, Q18,
Q26, Q27

Social Roles
and/or
Social Norms
Q7, Q8, Q9,
Q10, Q11,
Q18, Q20,
Q22, Q24,
Q26, Q27

Negotiation

Wrap-up

Q12, Q13,
Q14, Q15,
Q16, Q17.
Q18. Q19,
Q20, Q21,
Q22, Q23,
Q24, Q25,
Q26, Q27

Q27, Q28
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Appendix D
Follow-up Interview Protocol and Questions
The follow-up interview questions will focus on the phenomena of female superintendents’
experiences associated with negotiation. Furthermore, these questions rely on the specific data
gathered during the first interview.
Script:
Thank you for your participation in this follow-up interview. As mentioned before, my study
examines the female superintendents’ experience of negotiation. Our interview today will last
approximately 10-15 minutes.
Before we begin, do I have your permission to record the interview? ___ Y ____ N
If yes: Thank you. If, at any point, you want me to stop recording, please let me know.
If no: Thank you for letting me know. I will only take notes of our conversation.
Before we begin, do you have any questions? [discuss questions]
You were provided a copy of the transcript of the first interview via email for review earlier. Are
there any changes necessary?
If yes: Clarify changes and make a note of them. Then continue to appropriate interview
questions.
If no: Thank you for reviewing the transcript. Let’s continue with the follow-up questions.
Tentative Follow-up Interview Questions
Note: The following are potential questions that could be drawn from depending on the questions
or clarification needed from the data provided in the initial interview.
Could you tell me more about…
Explain what you meant by…
I was wondering about…
Could you clarify your statement(s)…
What additional information could you provide about…
Is there anything else you would like to clarify or add greater detail to?
Thank you for further clarifying your experience and sharing your time.
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Appendix E
Email Invitation to Participate in Study
Dear Mrs., Ms., or Dr. ________________,
My name is Kathy Blaha, and I am currently a doctoral student at the University of South
Dakota. I am also a principal at Avon Public School in Avon, South Dakota. I am inviting you to
participate in a research study. The purpose of my dissertation research study is to develop an
understanding of how female superintendents in the field of education experience negotiation
through description and meaning drawn out of their lived experiences connected to the process of
negotiation. As a female superintendent currently serving in a public school district in South
Dakota or Nebraska, you are an ideal candidate for this research study.
Your involvement in the study is entirely voluntary and will include individual interviews via an
online platform. The first interview is expected to take approximately 45-60 minutes. A followup interview will take approximately 10 to 15 minutes and be conducted via an online platform.
Results of the study research will provide a better understanding of how female superintendents
in public schools experience negotiation. This information could help plan programs or improve
negotiation training leading to assisting other women in their negotiation process.
Before agreeing to participate, please read the attached Informed Consent Statement for
additional details about the study. If you agree to participate in the study, please contact me
at Kathy.Blaha@coyotes.usd.edu. I will work with you to find a time that best fits your schedule
for an individual interview.
Sincerely,
Kathryn Blaha
Doctoral Candidate
School of Education
University of South Dakota
Kathy.Blaha@coyotes.usd.edu
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Appendix F
Phone Call Script
Hello, this is Kathy Blaha. I’m a USD doctoral student reaching out regarding your interest in
participating in my phenomenological study regarding female superintendents’ experience of
negotiation. If you are still interested in participating, I would like to schedule an interview. I can
be reached at (phone number) and look forward to setting up an interview time, so I can hear
about your negotiation experiences.

156
Appendix G
Frequency of Themes
I am a
Woman in a
Man’s World
(Still)
Cora
Jasmine
Penny
Anne
Kelli
Dee
Betty
Mira
Heather
Laurie
Gina

X
X
X
X
X
X
X
X
X
X

Negotiating
The
for Myself is
School
Uncomfortable Board
Holds the
Cards
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X
X

Experience Fairness
and Salary is
Important
Data are
Key

Female
Leaders
Need
Support

X

X
X
X
X
X
X
X
X
X
X
X

X
X
X
X
X
X
X
X

X
X
X
X
X
X
X
X
X
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Appendix H
Application of Frameworks
Social
Role
Theory
Cora
X
Jasmine X
Penny
Anne
X
Kelli
X
Dee
X
Betty
X
Mira
X
Heather X
Laurie
X
Gina
X

Negotiation:
Negotiation:
Accommodate Collaborate

Negotiation:
Avoid

Negotiation: Negotiation:
Compromise Compete

X

X

X

X
X
X
X

X
X
X
X
X
X
X
X
X

X
X

X

X

Note: Coding for the competitive negotiation strategy is directly associated with the inability to
reach a contract agreement with the school board resulting in the superintendent leaving the
school district.

